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ABSTRACT 

Facul^ty and staff at th^ College of Eastern Jtah were 
surveyed in order to ascertain the level of job satisfaction oi the 
college's personnel. Over 90% of the faculty completad a 9U-iteBr job 
satisfaction questionnaire which was based on Herzberg's 
Motivation-Hygiene theory of motivation. College staff completed a 
slightly modified form of"^ the questionnaire. In addition to rating/ 
aspects of job satisfaction, the questionnaire elicited agreement: or 
disagreement with 28 statements concerning the community collf^^e 
cbnrc^pt. Results pf the study indicated job satisfaction was-"(1) high 
in the areas of ac'hi e vemen t , possibility of growth, recogpat io n, 
resoonsibility , the work itself, interpersonal telation^ 
supervision, and working conditions, and (2) low'in t^>e areas of 
adoption of employee-recommended practices, in-service training, 
bpportunit i<^s to attend professional workshops and Conferences, 
int ^r-dep^ rtmental cooperation, policy and administration, aod ' 
salaries. It was recommended that the level of satisfaction, 
particularly in the areas of administration, policy, and salaries, be 
improved not .only to decrease dissatisfaction but also to enhance 
overall institutional ef f ecti^reness . Tabula r survey data are* included 



and the two survey instruments ar Pv^ appe nded . (JDS) 
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Introduction and Methodology 

Nationally, among' the problems experienced by educational administrators is 
that of retaining instructors and developing them* to maximum performance levels. 
The College of Eastern Utah (CEU) is not unique in experiencing similar problems 
among its faculty and staff, Therefore^a study of the level of job satisfaction/ 
dissatisfaction of the faculty and staff at CEU seems relevanf-. 



It is^ clear that hany instructors leave the profession or, trans fer to other 
institutions because of circumstances* over wkich tli^ institutions have rto control. 
However, if is likely that some instructors leavQ because of factors over which 
the institution could have exercised control had those factors been identified 
and understood by administrators who. were interested in faculty job satisfaction. 
Li^t^rature on the subjec/t indicates that Job satisfaction is a prerequisite to 
long^' tenure and good joh performance, ^rfS hence to institutional effectiveness. 
Therefore, it seems wise for CEU to examine the satisfaction of its staff to 
determine whether any problem areas exist at CEU. 

, The major portion of the^nstrument used in this analysis was, ta'ken from 
a survey published for thajr purpose in the January, 1977 "Community College 
Review".^ The ^ns trument/itself - is based on Freder ich Herzberg^s Motivation- 
Hygiene theory of mpt>^tion. This states that "there are two separate processes 
of motivation: one^omposed/ of 'motivation' factors concexps high-level needs, 
the second (and n^atively orienCied) composed of 'hygiene' factors concerns lower- 
level needs, A^basic assumption" in thi^ theory is that if the workers are tO' 
be mot ivated/ the job itself is The major source of the motivation. Hygienic, 
factors c^tff only serve as a basis Bor improving the environment and preventing 
dissa ti^Srac t ion ."^ Motivating factors serve to provide satis,faction with the 
]^ob^xT\\e important finding is that satisfiers and d i^sat is f i*ers are separate, 
d><tinct factors, rather than opposite poles of the same factor". . ^ 



As* administered at CEU, the survey form was divided into 13 segments. One 
dealing with demographic data, another dealing with the community college concept, 
one item on overall level of job satisfaction and 10 areas corresponding to 10 
factors of job satisfaction as defined by Herzberg. These 10 areas are: achievement, 
recognition, the work itself, responsibility, possibility of growth, organizational 
policy and administration, supervision, salary, work conditions, and interpersonal 
rjelations,^ Hezberg ^lass i f ied the first five of these;;^f actors as motivators, 
and the last five^as hygiene factors. The survey form administered to staff was 
slightly different from that given to faculty, (Se^ tHe appendix.) Nevertheless, 
the same 13 areas existed in-^each form. " 

■J I ' ' 

At the time the survey was taken, at the^ beginning o f'^J Spring quart ef, 1977, 
there were 45 faculty members at CEl/ and 39 members of the staf^ f^j: k total 
of 84 employees. An individual with a split assignment who v^s l?ea*ching was 
classified as faculty for the purposes of the study. Response to the. survey was 



^Olin R. Wood, "Measuring Job Satisfaction of the Communi.tV iCollege Staff," 
Community College Review , Til (January , ^1976 ) , 56, 
^Ibid. , p. 57. ■ 
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oUtained'from 43 (95.6%) faculty members and 37 (94. .9'/!,) members of the staff. 

• ■ . . • ■ 1- 

Result s 

^,The responses of the' facultir and staff to the questions on the survey 
will now be presented, beginning with the demographic data. 





1 1. Demographic Data 




r ; • . ,„ 


* Faculty 
Number ' Percent 


Staff - 
Number Percent 






Male . , . 
Female 


29\ 7-2.5 ■ • 
11 27'. 5 


22 6i.-l 
; • 14 •. 38.^ > 


^ / 

Total , • V 


40' 100.0 


36 .100^0 


ljumber of years 
employed at CEU 


i — ' * 

' 1 . 

2 ^ ^ 

3 
4-5 
. 6-10 
11-15 

16 + . 


6 16.2 
. 4 10.8 
\ 7 18.9 

4 10.8 

7 18.9 

•5 13.5 

/. 1 n Q 
iU . o 


8 24.2 
5 15.2 
4 12.1 
3' 9.1 

4 ■ 12.1 

5 15.2- 


Total 


Q "7 Q Q Q 


J J iUU . u 


Highest Level of 
Education 

C 

r 


*■ 

High School 
Post secondary tert i- 
- ficate or Dii^l6ma . 

.Associate Degree 
Bachelor I s Degree 
Bachelorf s Degree 

plus hours* 
Master * s Degree 
Master ' s Drf-grge 

plus hours 
Doct*or 's Degree 


0 0.0 
4 , 10,0' 

'2 , 5.0 

7 17.5 . 
9 22 .5 

li 30.0 

1 7 S 


.10, 2^.4 
. 5 14.7 

4 11.8 

5 14.7 
0 ' 0.0 

2 5.9 

? S Q 

• 


Total 


40 100.0 


34 100.0 


Division (Faculty) 


Humanities and Social 

Sciences 
Natural Science 
Applied Science 


22 52.4 

7 16.7 ' 
13 - 31.0 




Total 


42 100.1 




Job 'Classification 
(Staff) 


Administration 
Staff 




15 ",4i.7 - 
21 '58.3 


T ^ 

Total;' 




' 36 100. 0 

Vs 



4. 



2. Achievement 


(Motivator) ' 


i 

Faculty 


Staff 


■* 


■~7Number 


Percent 


Number 


Percent 


•The actual 


Very . Dissatisfied (VD) 






1 


2.7 


achievement of ' 


Slightly to moderately 










work- related . 


. dissatisfied (MD) 


0 


• o/o 


1 


2.7' 


goals 


Not sure of opinion (NS) 


4 


• 9/. 5 


. 1 


2 '. 7 




Slightly to moderately 












satisfied (MS)^ 


33 


76.2 


25 


67.. 6 




Very Satisfied {vS) 


5 


11.9 


9 


24.3 




Total 


43 


• 

100.0 


■ 37 ■ 


100.0 


The immediate 


VD. 


1 


2.3 


1 


2.7 


results from 


MD . 


'2 


4. 7 


/ ^ 


0.0 


your work 


NS 


5 


11.6 v 


/ -1 


2.7 




MS 


27 • 


62.8 / 




59. 5 




vs , 


8 


18.6/ 


13 


^Ni35.1 




Total 


43 


. / 

ipo.o 


37 


100.0 


• 

The actual adop- 


VD 


4 / 


^9.3 


3 


, 8.1 


tion of practices 


MD 


IQX . ' 


23.3 


5 


13.5 


which you recom- 


NS 


A • 


11.6 


- \ 


,29.7 


mend 


MS ' X 


21 


48.8 


1 15 f 


40.5 






3 . 


7.-0 V 


■3 


8.1 




Total /. 


43 


100.0 


37 


9 9. 9 


•Personal goal 


VD 


0 


0.0 


■ ? / 


5.4 


attainment 


MD 


5 


ii . 0 


1 / 


2.7 






9 . 


20.9 




. 8.1 




MS"'' 


22 


51.2 




59.5 




VS 


7 • 


16.3 


/ ^ 


24.3 




^ 

Total 


43 


100 ;o / 


/ 

3f 


100.0 


Students follow 


VD 


0 


o.'o/ 






the practices 


MD , 


1 


2 /3 






b^ing taught 


NS . ."^ 1 ' • -* 


7 


1/.3 






^(Faculty only) 


MS 


2^ 


/5.I 








VS 


, 7 


/16.3 






^ 












Total* 


^ 


r • — 7~ 

100.0 




'' — \ ^ 

Observing student's 


VD 


0 


O.Q 




/ 

-J- 


* ^ OX" r\\i3 t"ll Pnfl Qllf^PfiQE 


MD ^ 


0 


0.0 






■oveD a period of 


NS . / 


5 


11.9 






t ime 


MS V 


22 


52.4 






(Faculty only) 


VS ■ 

t . . . 


15 


35.7 


T. ■• 




Total 


42 , . 


100.0 







Faculty 
Number Percent 


Stafif ^ 
Number Percen^^ 


The extent; to which you are able 
objectively to evaluate your 
accomplishment 


VI> 
MD 
NS 
MS 

vs 


0* 0.0 
3 7.0 • 
8 18.6 
27 62.8 
5 11.6 


1 ■ 2.7 
0 0.0 • 
4' 10.8 
17 , 45..9 
15 . 40.5 


t • ^ 


Total 


43 100.0 


37 99.9 


3. , Growth (Motivator) ' ' - . <tt 


blpportunities for increased 
responsibility , in education 
at CEU 


VD 
MD 

. NS . 

V 


,1 2.4 

7 16.7 - 

8 19.0 
4':a . 42.9- , 

8 ,19.0 


4 10.8 
7 18.9' 
6 1,6 . 2 
9 24.3 
11 29.7 


Total 


42 100.0 


37 99.9 


' * f ; ■■ 

Opportuniti.es' provided for 
growth in education/at CEU 
compared to growth in other 
fields/ outside of education 


VD 
MD 
NS 
MS 
VS 


0 .0.0 
10 23.8 

13 31 ;0 

14 33.1 
5 11.9 


4 10.8 
4 10.8 
9 24.3 
13 35.1 
7 18.9 


Tofal 


42 100.0 


37 99.9 


Participation in in-service ed- 
ucation (Facul^ only) 


VD 
MD 
.NS 

MS 
VS 


'4 9.3 
1 1 /— >25 . 6 
14 3^.6 
10 . 23.3 

t 

4 ;9.3 





Total 


' 43 100.1 




Types and levels of in-ser- 
vice education (Faculty only) 


VD 
, MD 
NS 
MS 
VS 


■ 6 14.0 
. ^1 "25 lb 
1-6 ' 37.2 
6 14.0 
1 4 9.3 . 




Total 


43 lOO.l 




Opportunities to f^row profes- 
sionally through formal ed- ^ 
ucation 


YD 

MD 
. NS ' 

MS 
• VS 


1 2.4 
8 19.0 
4 9.5 
21 50.0 
.8 19.0 


1 2.7 
7 18.9 

9 .24.3 
11 29.^7 ■ 
9 24.3 


Total 


42 ■ • .99.9 


3.7 * 99,9 



* 


Faculty. 
Number Percent 


staff 
' Number-' Percent 


Opportunities to attend 

professional, conferences, ] 
workshop^, etc. 


VD 
MD 

NS 
MS . 
VS 


5 11^9 
7 v.;6.7 

16 • 38.1 
^ 9 21-.4 


3 8 . 3 

8 22.2 

/ 111 

4 11.1 

10 ■27.8 

11 30.6 




To^al 


42 100.0 \ 


36 itfO.O 


i 

A, ^ Interpersonal Relations (Hygiene)"^ , . \ 


Friendliness of your co-workers 
t 


VD 
MD. 
NS 
MS 

VS ■ 


0 ' ; D.Q- 

1 '2.3 

6 , 14.0 
17 39.5 


0 0.0' 

1 ' 2.7 
3 8.1 

1 C , /AT 

15" 40. J 
18 •^48.6 


Toial 


43 160.0 


" • 37 99. 9^ 


Cooperation from faculty /staff 
in your department (division . 
if pne person.jiepartmen-t , ) 


VD 
MD 
NS 
■^MS 
VS 


0 0.0 ; 

5 11,. 6 
2 4). 7 
14 32.6 
22 51.2 


1 . . 2.7 

0 . 0.0 ■ 

0 * 0.0 
-13 , 35.1 
* 23 62.2 




41 1 00 1 


37 100.0 


Cooperation from faculty/ 
faculty and staff outside 
your department/ (division if 
one person department.) 


vb 

MD 
NS 
MS 
VS 


1. .2.4 

L-O 23.8 
4 9.5 
14 • 33.3 
13 • 31.0 


2 5.4 ■ 
, 9. 24.3 . 
2 5.4 
16 43.2 
8 ■ 21.6 


Total 


42 100.0, 


37,^- 9 9.9 


Faculty /staff - student 
TelaLionships 


VD 

^ MD 
NS 
MS 
V"S 


1 -2.4 
0 ,0.0 
3 '( 7.1 
19 45.2 
19 , 45.2 


t 

0 0.9 
4 " 10.8 
6 16.2 
11 29.7 
16 . 43.2 . 


Total 


42 99.9' 


37 ' ■ 99.9 . ' 


Professional relationships 
on the job 


VD 

MD 
NS 
MS 

,VS ' 


0 0.0 
.^2'. >^52.4 


• 0 0.0 
3 8.3 
3 8.3 ■ 
15 -41.7 
15 41-.7 


Total 


■ 4^'.,'^ - '100.0 


36 100.0. 



-6- 







-f 

/ 
















Faculty 


Staff 




: / , 




Number 


Percent 


Number 


Porcen't 


• 


/ 

Personal relationships on the 


Vt) 


0 


' 0.0 . 


0 


0.0 




• job ^ 


>U) 


2 


4.7 


0 


0.0 








6 


14; 0 


^ 3 


8.1 






MS 


18 


41.9 




, ,43.2. 






VS 


' 17 


39.5 




48.6 






Total 


43 


100.1 




99.9 



5. Policy and Administration (Hygiene) 



Overall institutional relations 
ificluding faculty, students, 
and staff 



Your involvement in making 
decis ions 



Hie extent to which you are 
' informed about matters 
a^ffecting you 



The procedures used to sq,lect 
facuiey*for promotion to po- 
sitions such as department 
.Chairman, or division chair- 
man (Faculty only) . 




The extent to which admini- 
strative policies and pro- 
v cedures are n^ade available 
to the faculty/staff 
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The administrative /procedures uss^d 
to carry out the | educational 
program ' , ~ • 



The extent to which administrative 
policies and procedures are 
actually fof'lowed 



The extent to which the policies 
meet faculty/staff needs 



The educational philosophy which 
prevails at CKU 



VD 
MD 
NS 
MS. 
VS 



Total 



vn 

MD 
NS 
MS 
VS 



Faculty 
Number Percent 



3 
12 
12 
13 

2 



7.1 
28.6 
28.6 
31.0 

4.8. 



42 



100.1 



Total 



VD 
MD 
NS 
MS 
VS 



Total 



MD 
NS 
MS 
VS 



^otal 



6 
12 
11 
12 

'1 



14.3 
28.6 
26.2 
28. '6- 
2.4 



42 



« 

100 . 1 



16 
15 

■ 0 



7.1 
19. 

38.1' 
■ 35.7 
I 0.0 



Staff 
Number Percent 




16.2. 



99.9 yl 



22.2. 
16.7 
22.2 
36.1 
2.8 



36 



100.0 



42 



99.9 



2 
9 
5 
20 



4.9 
22.0 
12.2 
48.8 
12.2 



41 



lOO.l 



1,0 
14 
1 



^10.8 
21.6 
27.0 
)- 3 7. a 
* v 2.7 



99.9 



1 
6 
8 
12 
9 



16,7 ^ 

33.3 
25.0 



36 



ipo.o 



6» Recpgaitiion (Motivator)- 



TRGcognitiort .of your accomplish- ^ ^ 
■ rij^entsvby c'^.^-workers ■ ] 



ftecOgpition of-^our accomplish- 
'^.mehts by supief^iors 
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VD 
hD 
NS 
MS' 
VS 




v; 

MD 

NS 
.MS 
VS 



Total 



0 
6 
8 
21 
8 



0.0 
14.0 
18.6 
48.8 
18.6 



43 



100.0 



* 2 

1 
1-3 

19 



-4.7 
2.3 
30.2 
44.2 
18.6 



43 



100.0 



1 

2 
,6 
f9 

9 



2.7f 
5.4 ■ 
,16.2 . 
51.4 
24.3. 



37 



100.0 



1 

'5 
6 

11 

U 



2.8 
13.9 
1&.7 
30. fx 
6.1 



5- 



X 



36 



100.1 





' Faculty 
Number Percent 


Staff 
Number Percent 


Your r#cogiii^^U^ compared to tHat 
^ of, your co-w&rkers 

f y - 


VD W' 
MD \ 
NS' 
MS 

vs ' 


' 0 ' 0.0 
,3 7.0 
16 , 37.2' 
19 44.2 ' 
• 5^ ^11.6 


0 D.'o 

2 . 'C^^ • "tSA - 

.,16 4 #3.2 
12-''''' ■''32.4- 




Total 


43 • 100.0 


■ . ' 99.9 


The recognition-^ovi get^ from the 

ctvllUXm b L JLd L XOU I-OJL yOUJL XUcdb 

V 

. . * * 


NS 

VS ; 


• 4 ' 9'^3"^''iJ 

4 '9 f^^^^ 
. 10) / 23.3;^?^V . 

18 . 4i;i? .--^ 
7 . 16#- 


2, 5.6 
4 ' " 11 . 1 
9 25.-0 
■ 10 27.8 
11 30.6 


1 U L d X 


4-3 -100.1 


36 100.1 


and activities 

* > - 


V u 

MD 
NS 
MS 
VS 


3 

7 • 1( 
.11 ' 2( 
' 15 3. 

6 1^ 


Kl 
i.7 
i.2 
5.7 ' 
+ .3 


1 2.8 
10 27.8 
- 7 19.4' 
12 33.3 

6 16.7 


Total 


42 10' 


S.O 


36 100. d 


7^. Responsibility (Motivator) 


The authority you have to get 
the job done 


VD 
.MD 
NS 
MS 
VS 


3 7.1 
"4 " 9.5 

4 9.5 
23 54.8 

8 19.0 


3 8.1 
. 5 13.5 ~ 
3 8.1 
13 35.1 
13 35.1 


Total 


• 42 99.9 


37 99.^ 


The total amount of responsibilty 
you have 

• ^> 


VD 
MD 
NS 
MS 
VS 


1 . 2.3 ^ 

5 11.6 
.2 4.7 / 
22- 51.2. / 
13 - 30.2 / 


2 ■ '5:4 ^ 
2. 5.4, 

■'3 8.1 . 

13 35.]^ 

17, 45.^ 
- — ' — V— ■ 


Total 


4a. ■ 100.0 


37 ^9.9 " 


Your responsibilities compared 
with those of yourv co-workers 


VD 
MD 
NS 
' MS 
VS 


1 2.3 

6 14.-0 

7 . 16.3 , 
19 ■ '44.2 ' * 
10 23/.-3 ' 


1. • ' ,2.7- 
^ 1 2.7 
^4. 10.8 
11 - . 29.7 
20 ■ 54.1 ■ 


Total 


43 100.1 

, 0 


«7 100.0 



10 
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^ — -■ 

\ 'F'aculty*' , ^ 
Number Percent' 



. Staff , ■ -■' 
Number Percent 



'Conunittee responsibilities 



,2 
2 
13 
18 
7 



4.8 
4.8 
31.0 
42.9, 
16.7 



2 
0. 
13 
12 
10 



.5.4 
0.0 
35.1^ 
32.4 
27.0, 



100.2 



37 



i ■ 
99.9 



RespoikSibilities outside your 
major areias 'of interest 



2.4 
7.1. 
28.6 
47.6 
14,3 



2 
2 
14 
9 



5.7 
5.7 
40.0 
25.7 
22.9 



100.0 



7 



35 



100.0 



SV ^alary (Hygiene) 



The method usNad to deterifnine 

your, salary' ^ 

^ _ r ■ . 

( 


VD 
' HD 
NS» 
MS 

VS ' ' 


/ — ■■ — ^ 

6 . 14.0 ~ 
5 11.6 ' 
8 ■ 18.6 
16 -37. 2f 
8 18.6 


7 19.4 - ~ 
. 2 ■ 5.6 
10 27.8 
13 36.1 

^ 11.1 


^Total 


43 100.0 


36 100.0 


— * : > 

The range of salaries paid to 
in^^truc tors/staff in your 
"•institution 

v ' ■ 

/ ^ . ■ ■ .• 


VD 
MD 
NS 
MS 

VS ' 


11 26.2 
13 31.0' 
6 14. -3 
■ 11 26.2 
1 2.4. 


6 16.2 
6 16.2 
12 ?2.4 
8 21.6 
5 ^ 13.5 


Total 


.42 100.1 


37 99.9 


X 

Your salary compared to that 
o.f people with similar train- 
ing in other professions 


VD \ 
MD 
NS 
MS- 

VS 


1-5 35.7 
12 28.6 

■ 7 . 16.7 
7 16.7 

■' 1 .2.4 


8 22.2 
13 36.1 
5 l!3'.9^ 
.6 16.7 
4 ■ ■ 11.1 


Total 


42 ; / 100.1 


36 100.0 


The amount of your salary 

• 


VD 
MD 
NS 
MS 
VS 


9 « 20.9 
JA 32.6 
X 11.6 , 
r 13 30.2 • 
2 ^ 4.7 . 


5 14.3 
.12 34.3 

2 5.7 ; 
13 37. 1 ^ 

3 - 8.6 


T8tal 


43 100. 0. 


" 35 lOO.O 
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> 



1 — ■ ■ // — ^ : — — ^ — 

J. 'y - : ., • " 


~ 

- . Faciilt^y 

Number Petcent 


Staff ^ 
Number * Percent 


The eatfiing potential of the staff 
/ compared to that oF the facul-ty' 


VD 
MD 
NS 
MS . 
VS 


9 .8 

-8 19.5 
. 24 • 58. *5 
,■■ 5 12.^ 
• 0 ,0.0 - 


. 5 14.3 • 
^ 8 « 22.9 
9 "25.7 
8 22.9 
5 • ' 14.3 




Total 


41 100.0 


■J- 

3i -lOo'. 1 ■. 


• 9. Supervision (Hygiene^ ' ^ y 


^TheSl^vel of understanding, that ' 
your>uperiors and^'you have of 
each other " ' ; 


VD 

MD. 

NS 

vs» 


3 , 7.1 
6 14.3 

6 14.3 ^ , 

£. _> - DM- • O 

4 9.5 


- 3 8.1 
3 8.1 „ 
■ 6 . . 16 . 2 ^ 

_ 12 32.4 


Total 


.42 ^ 100.0 


. 37 99.9 ... 


On the joi supervision given 
* by your super iorv 

• 

4>' ■ . • . 

: 


MD 
NS 
MS 
VS 


3 ' ■ 7.1 
4^ '9.5 
9 •>fl.4 

1 R T R 7 

1 J ^ -> J . / 
il 26.2 


3 8.1* 
. 4' ' lOaS' 

4 - ^. 10 .'8 

13 35.1 

I 1 


Total 


42 99.9 


37 99.9 


Competence of your superior 
to give leadership 


VD 
MD 
^ 
MS 
VS 


. . ^ .... 

5 11.6 
' 9 20.9 
14 32. ^ 
13 30.2 


4 10.8 

1 2.7 

2 5.4 
8 ^1.6' 

22 59:5' 


Total. 


43 100.0 


37 100.0 


' : 5 

Personal encouragement given 
by yojar , superior 

I ■ ■ . \ 


VD 

Hd 

MS 
. VS 


1 2.3 

6 14.0 

7 1&.3 ■ 
17 39.5 ■ 

. 12 .27.9 


,2 • 5.. 4 

'3 ' 8.1 
y 8.1. 
■ 9' , 24 . 3 ' • 
20 ' 54.1 


Total 


43 100.0 


# ; •■ ♦ 

37 100.0' ' 


The willinghess of y^ur superior ^ 
tp delegate -authority 


MD 

;ns 

. MS 
VS . 


■}> ^ \ j\o 

2 4.7 
9 • 20.9 
16 37.2 
13 • 30.2 




3 8.3 

2 5.6\ 

3 8.3 
' .9 ^25.0 

19 52.8 


Tota] 


L 43 100.0 


36 ' '100.0 



i2 
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Faculty • 
NurrTber" Percent 


Number Furcent 


Authority delegj\ted compcircd 
to duties delegated ■ " 


vu 

Mi) 
MS, 

vs. 


4 9,. f 
^ f) ' 11.. f) 
9 20 
17 JQ.'S 
8 1H.6 • 


4 . 10.8 
1 2.7 . 
4 * 10.8 
14 37.8 
T.4 ■ ' 37.8 


. » • » 


'I'u 1 


* 43 . 99.9^ . f 


■ — ^ 

37 • 9 9.9 


Counsel 'dnd guidance j',ivt'n l)y 
your superiors 

• 


" MI) 

NS 
MS 
Vf; ^ 


2 4 . M 1 
8 1 9 . (J 1 

1 1 2.6. ^ 

13 31.0 
8. ' 19.0 


/2 '^3.4 
I 2.7 
U 10. 2 
' 14 37.8 
14 37.8 


Total 


4 2 lOO.O 


37 99.9 


The initiation of innovaijons 
by your superiors 


Vi) 
Ml) 

NS 
M.S 
VS 


2 4.7 
10 23,3 
13 30.2 
12 2 7,9 

() 14. (J 


1 • 2.8 
. ':6 16.7 

■ :i6; V 64.4 . 
.'■ 'I I - ■ . 30.6 


Tola 1 


4 3 n)0.0 


-j-rt 1 ■ 

.■■ ; '36. ■ 100. 1 • 


t — 

'Hie fairness tji your superiors 


VI) 
M!) 
NS 

m:; 

VS 


3 r 7.0 
0 ^ P-^J . 
11 ' 2'j.O V 
1 / 39..S . 
J 2 27.9 


]\ ■] 2.7 , 

- 2 • 

I i , ■ 8.1 
• . 40.9 
■ * [ 10 4 3.2 

37 . 99.9 


Tot a 1 


4 3 HJO.O ■■\ 


Tiie sen.sitlvily cTj your suj>er jci:rs 
to you;: n'eeds - ^ 


VU 
MIJ 

, NS 
MS 
VS 

Tot a 1 


2 4.7 / 
H • ^ IH.() ■ 
10 2 3.3 

14 32. () ; 
9 20.9 

■ 43 ■ 100. 1 


' ) 2 . 7 
: 'V I 3.9 
4 lO.H 
9 24.3 
'l8 ■ 4 8.6 

. 3/ . :99.9 


Si>(jcM. J,c t)n-lhe-j ol) t. ral'n'i nr, 
o f f ered hy y(.)nr'' su pe r i 

•» • * i /" 

'. ■'■ ' " ' ■ 


VU 
MU 
NS 
MS 

v:; 

TijJ 11 [ 


') 1 ! .9 . i '\ 
') 11.9 ■ 
22 .92.4 
') 1 .1 .9 
9. . :-li.9 . 

' A 2 - ' roo .'.o 


.2., . . 9,6 , 
6- ■ ■ .1-6. /r '. 
. - 12 M i', \ 
,6 16./ 
vio i' 2 7.8 

.i(> 100, 1. 




*■ . • * 
<• 



V 



Faculty 
Number Perceni: 



Staf.f 




10. 



pic Work T Lse 1 f (Mot i valor) 



1 

Work and association wi'th colU}- 


t' - 


VI) 


* 1^ 


2. 




0 


0. 


0 


tige students 




MO 


0 


0. 


0 ' 


z 


s . 








NS 


l 


/r. 




1 . 




7 






MS 


17 






16 


A'j. 


2 


' " ' '■ » 




v.s 


z I 


J \ . 


I 


I 0 


/ u 
M O . 


0 






I o t a I 


/ 1 
'1 1 


•I u u . 


f \ 


'J "7 


f ) ( 1 


n 


^ . - 

llic interesting, and cha I 1 unjoin j', 


- 


VI) 


0 


0. 


0 ■ 









aspects of teaching; 




MO 


(J 


0. 


0 









(Faculty only; 




NS 


\ A 




:^ 





— 




•' ^ ■ , ■ 




MS 


1 

















,V.S' ' ■ 






8 




jr — 

.. «t 




^ . 




To I. a i 




00. 

, ^tt 


0 , 








The ^;ener,*il typr of Work you 




VI) 


• I ; 






■ 




0 




.0 






Ml.) • 


1 " : 


2 


.3 


1 


2 


.7 




m:; , 


! 


2 




0 


{) 


.0 






Mj; 






■ 


. lA 


M 


.8 






V t > 


? '> ' 


SH 




22 


S'i 








Tuf a I 


(^•\ 




. ') 


. S'l 


1 Of) 


.0 


'IIh* N'Vc! oI i'H H im i ;t Mil ;iIm»uI 




VI) 


0 


0 


.0 


1 


2 


. / 


1 f*.u:li i u)' / your ^i>\) 




Ml) 


■ 1 


'J 


. i 


7 


[) 


Js 






f.'S 




/* 


. / 


/A 


M) 


.8 ^ 






MS 


' ■ • 






/ 


1 y. 














■ H .' 




i>'/ 








lot 




i Of) 


. (1 ' ; 




100 


.0 



' If. Vfi.')r f'. i nr, - '.'"oj j I i (ins Mly^'. i on** >' 





'Mm- nUtiilMM* o J V I .I'l.'ir:.. m| ;',rwi|)»;: 
i o r ■ wli i /."h your ."uc rf ;l jn »n:;.l !>• h 
( i'a<;n 1 1 y on, [5/ j 



l)(M i>l.'jM>|n ■> you" y*t) I', i .n Ir 



llu' 



W(M'|( 





















VI) ■■ 


■ A- 


' ]• 1 .u 














MS 


- 18.- 


V* 1 .'>■ 














VS 


• 1/1 
















Tol.il 


A i ' 


) 00 . ^/ 
















I 








0 




0 




\\\) 

\V\ 


M) 

. *r. 


2!\.'\' 
•/. i 


7 ■ 




0 




0 


, I 
.0 


MS- 


■ do 








lA 




1 / 




VS 
















. 1 


I0I .1 1 




1 00.0 






1/. 




100 


.0 
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^ : r 

i 


'Faculty 
NTiniber. ' Percent 


Staff 
Number . Percent 


- '.k: 

Your work schedule Compared lo' 

that of people wir^jh similar 
. training in other ^profetisions 


VI) 
Ml) 
NS 

VS 


2 4.7 

I / Z / . V 

5 11.^ 

L.3 jU . Z 

II 25.6 


0 0.0 
z b . 4 
4 10.8 
1 Z 3Z . 4 
19 51.4 


To la 1 


43 U)0.0 


37 100.0 


Yotir. of l ice fac 1 1 i t i es /of f ice 
facilities or work area 


VD 
Ml) 
• NS 
MS 
VS 


8 18.6 

2 - 4% 7 / 

? A 111 

In J / . Z 

17 39.3 


■ 1 2.7 

0 L 0 . 
0 * 0.0 

Q 1/, 1 

V Z'* , J 

21 56.8 


Total 


4 3 100.0 


• 37 100.0 ■ 


Ilm ade(|uat:y ot i n:i I rue t: i oua I 
oqutj^nienl /ecjui pinenl you use 

«t 


VD 
Ml) 

NS 
MS 

VS 


3 7.0 

7 1 r» 'J 
/ i 0 . j 

. 4 . 3 • 
1 V f f . z , 
10 ;?3.3 


1 ' t'2.7 

J .0.1 

4 10.8 

' J L l^J , I 1 

1 8 4'8.6 . 
. ^ . ^ ..J 


I o La 1 


4 3 100.1 


'3.7. 'V>>.^) 


The nuinher ol C(>urr;i' prrparataons 
required (l''ac:u]Ly only) 


VO 
VS 


, 4 /j . '3 

'4 9. J 

Z ) J 5 . ) 

8 '18.6 


'7' 


Tot a 1 


4 J .. I 00.0 




Your work sclicdu 1 c coinijarcd lo 
that oi your {-o-workcrii 

r. 


VI) 
■ MI) 
M!; 
MS 

Tot a 1 


4 ■ : ■ 'J. J 

5 ^ dl.6 

1 j V -^'^ 

Z U ) > . (> 

'J 20. *J 
4 J *J'J. 0 


-J 

-H 3 '•■ ■' H. 1 

?, "^2 5.4 

' U 'K 

22 ■ 50.') 
r/ 100.0 


1 / . ()v(*ra 1 1 .lol) :;a I i .•; 1 1 i ni\ 


• 




,C<iUiiU\i'r /ill anpcctM ol your joli 
' ' nil an iuM 1. ri.u:t or /your )()!> ^aud 
in(li(*at,<* your ovi-r/il 1 N-vol ol 
j()l> j;a t,l .'1 1 ac t 1 (.)u ol d^s.ialis- 
laclion 


VI) 
Ml) 
M!i 
MS 
VS 

To! a 1 


0 0.0 

4 /J . 'J 

■ :^ '4.; 

2') '>8. 1 ^ 
12 2/.') ' 


' i 1 2 -. / ' 
2 5,4 
r 2.7 

!8 4M.f) 
15 4 0.5 


K\ lf)0.t) . 


i/ 00. 'J^ 





1 <i c u i L y 
I^nib#r Percen t 


"^umbei^ , Percent 

' ^f — " 


13. Comniunity College Concept 




^ ±^ — ■ 



Technical and vocational programs 
at CEU strive to meet the tech- 
nical and vocational needs of 
the community ^ 




A community college teaching 

.position is identical in scope 
'^;:^and emphasis to a teacliing po- 
.'^s it ion at a senior college or 
university 



Adult education is one oi Ihv 
basic functions of a coimnunity 
college 



Stanclards of hi^;her education make SD 
it maiicIaLory LhaL »'ilJ pro);rains Ml) 
in community colleges be secondaryNS 
Lf) ihii transfer i)ror>ranis ' j^A 

SA 



'llie two-year- career pj:o^;r^^fi'i ^^^^ 
' vital In a cominnuity col l <•)',(! in 
ofiliir i'or 'il lo cf Tec Lively din- 
char its L'x\ u c a L i u M o 1 ) 1 i. j ;a i i on 
to the coiiuiuuil ty 



J. t ' i. a r e a 1 i ;U 1 c h n < 1 \'i ( ) un d ( Ui c a - 
• L i ona 1 -f*() I icy lOr a coihimiui I l.y 
c.ollej',e lo at (.(Mill)!, lo prcwide 
post hi-)',h school pro)',raiii;> lor 
varyinjv abi.liLy levf l.T 



FotaL 



■42 



100.0 



3 3 

'']2 
9 



Yj.1 
28.6 
21.4 
14 . :3 
0.0 



Ota 



42 



I 00.0 



sn 

Ml) 
NS 
MA 
SA 



0.0 
2,4 
2.4 

:31.0 
r>4 . 3 



Total 



42 



100. 1 



SI) 
Ml") 
NS 
HA . 

U. 

Total 



1 
'3 
M) 
18 

'42 



2.4 
.2.4 
7. I 
4 ') . 2 
42.9 

I 00.0 



37 



9 
4 
14 
9 
1 



37 



2 

0 
3 
12 
20 



-37 



100.0 



24 . 3 
10.8 
37.8 
24.3 
2.7 



99.9 



3. .-4 

6 . 0 
8.1 

32.4 
54.1 



;no^o 



1 


2.7 


0 


0.0'. 


2- 


'J.4 


13 . 


' ^3V. 1 • 


2r-' 


• ,30 .8 






37' 


Voo.o ' 



\ 





,Fac:ulty 
Number Pei^cedt ^ 


. , ..Staff 

Number Percent 


A community college provides tlje^ ^ 
oppor tuni ty„' tor acquiring edXca- 
tion beyjbncKjhigh scjkiool to a' 
broader «»2gmeivt: of the coiiip^tinnity * 
than other '^^li^es of ins tuitions 

■ • ■ . • -A • ■ 


SD 

NS 
MA 


_\) u * u . 

''I 4.3 
1 / . 4' 
17 40.5 
22. '52.4 


U U * U 

3 ■. '■ .« 8„1 

/ ■ ' 1 r\ o 

4 - 10.0 
■ 8 ^, • 21.6' 

•22 , 59 ,5- 


4 

To-tal 


42 100. 1 


37 ^ 100.0 


The extension of ' educa4;^j:onal op-! 
portunity through prdvj^sion forV 
remedial work is a i^ponsibi lity 
of CEU 


SD;. 

MD 
NS' 
MA 

SA . 


n • n n 

3 7.3 ; ' . 

T "7 1 
J / . _> 

•20 ^ 48.8 
15 ' * 36.6 , ' 


1 0 •Or 

1 • ' '^.a 

L U . / / . o 
8^ ' . 22.2 - 
,„ 16 '■■44'.'4 


Total 


41 100.0 ' 


- ' 3^ ' ' , 1PO ,0 . ■ 


•» ' 

Community servicie and participa- ^ 
tion is an i,nd-ividaal staff 
obligation" .r , 

' ■ ^ ■. . . 

J , ■■>•*•. 


SD 

.MD. 
NS ' 
KA 
SA 


1 It 

1 I . 

1 2.4 

18 42.9 
- 14; ■ 33.3 . 


»« 1 ' ■ * . Z i / 

2 • ';5.4 
J 1. J . J t ' 
16 '43.2 
13 35.1 


'total 


42- , , ' 100.0 


37 99.9 


*A community col likgiE> nias t t>c cod-' 
cerned with the social an/J ao4- . 
. Hemic ac cop taqcCi of Its "pro- .\ 
grams by, s tudents f rom ,^ll 
^ socio-economic c lasses 

. ;V - \\ 


■ MD ' ' 

"ns , 

MA • ■ 
SA 


0 0.0 

■ ■■ 1 2.4 • ■ 

1 . ?.4 
16 ■ j8. 1 
24 : . 57.1 


i U (J , u 

0 o.g 

'J • " Q 1 
J . 1 , . 

'14 ^ 37.8 
20 54.1 


Total 


H2 100.0 


' 37. 100.0 


' ' — j : ^ 

A-^ c ommun i Ly , co 1 1 e i « nearer 
secondary school .than ^higher 
education in outlook and program' 

i 


SD 
MD 
NS 
MA 
SA 


L O _> O • L 

;7 16'. 7 

tt ion 

0 ly . U 

10 23.8 

1 ■ .2.4 


7 IRQ 

■ ■ ■ 7 18.9 

1 ri 9 7 0 

13 ■ 35.1 • 
' 0 0.0 ' 


Total 


42 100.0. 


37 .99.9 


Hie vocational and techrrical 
manpower needs of a community 
are the concern of a community 
college and shouhf be reflected 
in. its pro^'.ram » 


SD 
MD 
NS 
MA 
.SA 


1 2.4 
0 0.0 

2 4.9 
17 41.. 5 

21 51.2 / 


■ 1 2.7 
• 1 2.7 ■■ 

1 2.7 
13 35.1 
21 56.8 


Total 


41 100.0 


. 37. ■ 100.0. 
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Facu 


Ity / 


1 

St^'f f 






W- ^ r 




Number 


Percem t 


Number 


Percept 


A, community college is primarily 
\a "teaching institution^', there- 




o 

J 










MD 


5 


/II .9 








fore ffic'ult^ rc3earcli has a much 










— — ~ 




rpwer priority than in Che senior 


MA 


, 14 / 


33.3 








college or university ' . 


SA 


' 18 / 


42.9 




— — r 




\racuity oniyj 














Total 




iUU . 0 








A. community college is primarily 




/ 




io 


HQ. 


D ^ 


an educational insti't-utiou and 


MD 


/ ^7 


40.5 


10 


27. 




should not* become involved in 


Wb / 






o 
J 


6.. 


.1 


special servic.es' "to the student 


MA /. 


3 


7.1 


3 


8. 


1 


(e.g. Job placement and assis- 


sa/ 


1 


2.4 


'3 • . 


8. 


1 


tance with personal problems) 

> ■ • 














Tota 1 




lUU . U 


* J / 


QQ 


Q 


Vocational, technicaT, and liberal / 


SO 


U 


U . U 


U 


< 


n 

w 


a.rr<? nTnaTAm*? 1 nprlfpd in thp / 


MD 


1 


2.4 


1 


2. 


.7 


same institution* provide an op-/ 


Nb 


9 


/i R 
M- . 0 


J 


"8, 


1 


Dnrtiinitv fnr n student to more / 


MA 


17 


4().5 


14 


37 


► 8 


readily and realistically adjust 


SA 


22 


52.4 


19 


.31 


,4 


his goals ^ / 








J ■ ■ 






iota I 




lUU . 1 




1 no 


n 


< Standards are lowered at. CEU by 


SD 


o 
Q 


19.0 


lo 




6' 


t"lio mT-Vt"ti1*o r>f* ^r'/lrl»»iTlir'r}lT\7 v 


MD 


7 


16.7 


.11 


29 


.7 


and otherwise oriented students 


NS 


- 10 


o o o 

2 J . o 


/: 
D 


16 






MA 


10 


23,8 .. 


2 


5 


.4 ^-^ 




SA 


7 


16.7 


0 


0 
















1 




lotal 




iUvJ , U 


J / 


QQ 

J y 


Q 


^ A - 

Student acddemic counseling by 


SD 


0 


U . 0 


U 


0 


n 


individual instructors is lipth 
posjsibl|c and highly desirable 


MD 


n 


0.0 


1 


2 


.7 ■ 


NS 


1 " 


2.4 


2 


5 


.4 


in a cnnimunitv collotio 


MA 


13 


31.7 


16 


43 


.2 




SA 


27 


65^9 
%^ 


18 .\ 


/ 0 
, 48 


.6 


•Tot a 1 


H i 


iUU.U 7 




'99 


.9 


.CEU should not be available for 


SD 


O 1 

/ i 


jO . U 


10 . . f 


44 


.4 


those who cannot qualify at 


MD 


9 


2 1. 4 


10 ■ ^ 


27 


.8 


other instity/ions 


NS 


7 


16.7 


' 6 ' 


16 


.7 ■ ■■ 




^•lA 


3 


.7,1 


2 


■5 


.6 ■ 




SA ..^ 


' 2 


4.8 


2 


..5 


.6 ■ 

1 


si 


Total 


. 42 


100.0 . 


36 , 


-100 


.1 
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/ 




Faculty 


Staff 




y 




Number 


' Percent 


Number Percent 


* Learning opportunities for students 


SD . 


2 ■ 


4.7 


0 , 


0.0 


not motivated toward the usual 


MD 


2 ■ 


. 4.7 


1 


2.8 


academic subjects are an appro- 


NS \ 


3 


7.0 


5 


13.9 


priate part of a community col- ' 


MA 


15 


34-9 


13 


36.1 


lege cur riculuir. ' ^. . ^ ^ 


SA 


21 


48.8 


17 ■ 


47.2 




Total 


43 


100.1 


' 36 100.0 


Intercollegiate athletics has a 


SD 


2 - 


.4.7 


1 


2.7 . 


pl/ap^ in a community college 


MD 


' 2 


4.7 


0, 


0.0 




NS 


3 


7.0 


3 


8.1 


/ 


MA 


. 15 


34.9 


■ 11 


2^.7 ' . 


SA 


21 


■'48.8 


22 


59.5 




Total 


43 


100.1 


•> »> 
37 100.0 


Vocational guidance by profes- 


sb 




o,.o ■ 


1 


'2.7 


sionally trained counselors 


MD 


0 


0.0 


. 0 ■ 


0.0 


is important in a community 


NS 


2 


4.7 


2 


' 5.4. 


college 


^B 


16 


37.2 


10 ' 


27.0 




SA 


25 


58.1 




A/, Q 
OH • y 


■ ^ 1 


Total 


■ 43 


100.0 , 


J / 


1 nn n 


Academic advising should be done 


S D 


'• -^2 


.4.7 


' *'i 


2.7 


by trained cpunseflors who have 


MD , 


3 


7.0 


4 


10.8 


^adequate preparation and time 


NS 


7 


16.3- 


6 . 


16.2 


to spend studying the contin- 


^B 


1*9 . 


44.2 


13 


35.1 • 


• ually changing vocational and 


SA 


12 


1 ^/-^ 


13 , 


35.1 • 


e'ducational ;world ' 












— . 1 . ^ ■ n — . ' — 4 


T6tal 


43' 


100. 1 


37 


99.9 


. ■■ . // ' ' ' 

Course selection ^s ^basically the 


S D V 


.. i6 ■ ' 


37.2 • ■ 


, 14. ' 


37.. 8 


^ s,tuddnts' res^p'onsibility in a 


MD •' 




. 55.8 ' 




43.^ 


community college, and, th,ere-' 


NS' '■' 


■ •■■'2'. 


' 4'. 7 ■ . 




10.8 


fore, .t:he college need "no fc- maka. 


m: . 


j ,1' , 


2.3 I . 




.8.'l , 


exten^iVe provision's for aiding 




''• 'o / 


- I 0.0 ' 


0 


• 0.0 


the; student in this area 


/ y 














: ■.43 : 


100.0 


37 


'•99.9 


r-^^ — T^, ~ \ ; — ' 

It is '6eu''S responsibility to con-. 


SD 


" s ' 


11.9 


• 4 


^11.1 


sider the n^eds 6f high gchool 


MD 


. ■ 6 . ■ 


,. 14.3 > 


2- ; 


5.6 


students iti 'its vocational pro- 


NS 


'5 


11-. 9 .. 


4 


11.1 


grams ^ * * , ' 


MS 






15 


.41.7 


i^^^ • • ... 


SA 


12 




■ ..u ; , 


30.6 

•a' 


Total 


,^2_, 


100.0 


36 . . 


100.1 . ■ 
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. Faculty ' 
Number • Percent 


Staff 
Number Etircent 


Self conducted research on C^U^s 
prograiri , instruction, etc., 
shoulci lie considered ^important 
at tEU . 

4 


SD 
MD ^ 
NS 
MA 
SA 


i 

1 ■ 2,3 
1 ■ 2.3 . 
a- 18.6 

15 34.9 

18 41.9 


0 0.0 

1 2.7 
8' 21.6 
7 , 18.9 

.21 56.8 


Total- 


■ 100.0 


37 lOO.O 


■ 0 . 

Each ' faculty and st;pj:f member 
should be expected to f)ar- 
£icipate in school activities 
and ^programs 

— 


: SD 

MD 
• NS ■ 

MA 

SA 


1 2,3 
5 11.6 
7 ■ 16.3 
16 .37.2 
14 32.6 • 


4 10.8 
4 10.8 
3 8.1. . 
'13 35.1 
13" 35.1 


Total 


•43 100.0 ■ 


37 ' 99.9 


CEU should attempt to do more by 
, f^jway of extended day and eve.tiip^ 
Jc^jurses and special events 

../■ 


"• MD 

SA .: 


1 2,^ 

• ^ 5 • i;.^ ' ■ 

7 16'. 3 ■ 
16 37.2 
i\ ' 32-. 6 


0 0.0 

1 2,8'- 
* ■ 3 8.3' ■ 

.14 38.9 
18 50.0 


■Total 


' 43 , .100. 0 


36 100.0 


Each of us in our college has a 
Responsibility t6 public rer- 
lations and recruitment ^ ' 

t 


SD 
' MD 
NS 
M\ 
SA 


1 • 2.3 
.1 /2.3 

1 2.3 
13 30.2 
27 62.8' 


0 0.0 

0 0.0 

1 2.8 
8 ' 2yl . 2 

27 75.0 ! 

1 


Total 


43 99.9 . 


36 f 100.0 ; 



'Ihe ^Tcsp^onses of tlic facult:^ and staff were compared with each other .by 
means o f* Ch square tests. Significant differences arc noted b(?low. In examin- 
ing tHe%a'bovf(b data, tlie first, thing tQ^notice. is the difference in educational,. 
bacljL-gf'omid. which exists between the faculty and the staff. It is seen that/ the 
fiacutty, generally, i«yat a higher educatibhaL- level than the staff. * ^ ^ 

Each of the ten motivational factors described by Ilerzberg will now be*ex- 
amined beginning with achievement, which is a motivator. It is seen that the 
"faculty and staff respond very /pos i t ively to ail' the items relating to achieve- 
ment except in the area of "lliCi actual adoption of practices which you "rec- 
ommend." It is seen that a 's igni f icant minority of faculty and staff ate dLs- 
satistfied witli the response ^^iven them in ttie,area of lmpl(:imentat ion of their 
ideas. Ihis results in a lack of Job satisfactiinV among that portiorv^^f the 
faculty and staf.f. The staff responds more po.> i ti'v^e"Vy/than the faculty i'n eval- 
uating "'Jlie' extent to whicli you are able ohj ec t ively/:'Ld evaluate your accomplish- 
ment." However, as already noted, boLli respond pos i tifj^fe ly to tills item. : 

20 ■ 
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The responses to the questions reflecting growth, also a motivator, will 
now be examined/ llie responses to these items are . predominantly p6sitiv^; how- 
ever, there. are several where a significant minority of dissatisfied responses 
exist, yiien asked abcait in-service educartion at CEU, the faculty indicated a 
large degree of dissatisfaction. In fact, .cliftsatis Cied responses outnumber 
satisified response^. In the area of the "Opportunities to attend professional 
conlEerences , workshops, etc." a significant minority o^ dissati? f ied responses 
exi'st among the faculty and staff. It should be noted again that the dissatis- 
faction expressed by these individuals manifests ttself as a lack of job sat- 
isfaction.^ . , 

The responses to the questions related to interpersonal relations, a hygiene' 
factor, will now be disg^ussed. Tli'e responses to these items are very positive, 
thus avoiding job dissatisfaction among the faculty and^staff. The one item ^j, 
where some dissatisfied responses exist is that of cooperation frSfh faculty or' 
staff outside of the individual * s department. "I'his tends 'to cause^ job 
di«sat i-s^OTtion an)ong those individuals expressing dissatisfied responses. 

- . The responses t.o\jie it^.m5 related to the hygiene factor ojf policy* and 
administration .will now be examined. A large number of these. it^ms have a sig-' 
nifica;rit minority of dissatisf i'fed -rjesponses . In response' to the question of 
"The extent to which adminis trativK-j^ipl icies and- procedures are actually followed" 
the dissatisfied responses outnumber . thS^ satis fied responses.' Hhe other areas 
where' more than one-fourth of the responses are negative aye, "Ybtir involve- 
ment/ in making decisions", '^'The extent to which "you a^re informed about matters 
affecting you", '^'The procedures u^ed to select faculty Cor promotion to positions 
such as department chairman or division chairman", "The extent to which admin- ~ J 
istrative polici^es and procedures, are made available to the faculty or staff", 
"The administrative procedures used to carry out the educational program", and 
"ITie extent to which the policies meet faculty or staff needs." These ar<^ ali 
areas which cause job dissatisfaction among a . signi f icant group of the faculty 
and staff. V ' . ' ' ' 



Tlie next area t^ ^be examined is that of recognition, a motivational factor.. 
The responses to these iterti^' are all largely positive, indicating a high degr,ee 
of job satisfaction among the' faculty and staff in thi*. area. ' 

llie next area tov.be e.)camined is .that of rqisponsibility , also a motivational 
factor. As above, the responses to. these items are largely positive, thus in- 
dicating a high degree of job -satisfact iota among tl^e faculty and staff in this * ' 
area. \/. ; ' | * _ ' \ * i '• ■ 

The. responses to the qU^/Stions related to salary, a hygiene factor, wij.1 ' ' 

How be examined. With onlyjbne exception, dissatisfied responses outnumber 
satisfied responses in this/^area . . The one except ion. 1^ "llie. mediod used.to 
.dietermine your salary." lipwever ,' about one-fourth of the fac\ilty arid staff 
.indicated dissatis faction 'with th-£s item as well. Hie other areagt the 
ranj^e of salaries paid at CFAJ, "Your salary compared to that of people with 
training in ofher pro fe.^s ions'* ,. "The amount of your salary'*>v^and *'T|ae 'earhr ^ 
ing/potontla i uf the staff compaijed to that of the faculty", a 1 1 > f^ceVLiy^d- a:V 
pjrur'ality of dissatisfied responses. This indicates a tiarge degree of job ' t ; 
dissat is factid^i QKU due to salaries. In response to the last item, of -. '^^v.*.',; 

hhe earning potential of the faculty compared to the staff, a ma jori ty ^of tl'ic faculty'-'' 
. . ^ , -1', . 



indicated thatz they were not sure o f I6tf(j4r response to this item. < 

. The' responses to the hygiene factor of supervision will noV be examined. 
All o£ the responses to these items arie largely positive, indicating a lack t)f ' 
job dissatisfaction due to supervision. '[lie staff^ indicated'^ a higher degre^ of 
satisfaction than^ did the faculty in the competence of their'^6uper iors to give 
Vleadership. Likewise, the staff indicated more satisfaction with the inftiation 
of innovations by theit. superiors than did the faculty. 

The responses to the items on the work ijtself, a motivational factor, will 
now be discussed. T^hese responses are' all highly positive indicating a great, 
deal of job satisfaction with the type, ^of work '-performed by both faculty and . "* 
st'aff at CEU. ' " i 

The last of the 10 motivational factor areas is that of ^working conditions,.^ 
a hygiene factx>jr. Tiiere are no si^ific^nt amounts of dissatisfied' responses . . ** 
to^hese items indicating a lack of job dissatisfactib» ckusd3/,by \<:ox:kirlg con-' 
ditions.' , Th'je staff is 'more positive in their responses than the ' faculty witK 
reg^ard to their work .schedule compared to co-workers -and those outs ide of eda- 
ca'tio^, llie staff is al^o more satisfied than* the faculty with their office 
facilities or work area. 

' ■ * . ■ *• 

llie vast majority of the faculty and staff at CEU indi-cate that the>^ are 
satisfied with their job at CEU. The responses to this question will be examined 
[in more detail at a later point in* this report.. 



Tlie responses to the qviestions relating to the community coljege concept 
are,, generally self explanatory. The only comment made at this point refers to 
those items— where differences exist bepwefen the faculty and staff. 

In 'respoinding 'to tli^ question of whether the extension of educational op- 
portunity through p'rovi6ioi> for-remedial work is _a responsibility of CEU, tlie 
staff answered niore positively thap the faculty, although both responded fa- 
vorably. In response to the questio^n of whether standards are lo,w^ed at CEU " 
by the mixture of academically anU otherwise oriented students, the faculty 
responded much more heavily , than th^ .staff that standards were lowered by this 
mixture of students. . 'Ill ere wcre*n*o signif icant^ifferences in response between" 
faculty and staff for any of the"* otjier; ques t i(^s ih this section. 

It is now ailJropr iafe to treak down, lihe .rcspons^s^by several other categories 
and examine the results. This anjilyslS: wiij- be done through use of the Chl-^square 
test. llie first- area^ to be looked at is thiit' df the responses s e pa rat e.d '^'ac- 
cording to the. overall level -qf job satisfaction. The most meaninjj^ful ]t^ay to 
examine this data seems to be to look at the faculty and staff responses sep- 
arately^ First, £he faculty. j, ^ 1 

Tlic? Chi-square testsVwithou t displaying each one, be twccn t ovcra 11 level of 
job satisfactioivan4^^.^iiWT individual .item on the quest ipnaire incTi.cate the fol- 
lowing areas a?||peing .s ijjnif icant in determining overall job satisfaction for 
the faculty. 'tt\c most highly significant areas 'arc that; the students follow 
the practices being ^taught , the opportunities for increased responsibility for 



faculty^,: the ^recogni tion ^^f faculty accomplishments by superiors^ and the faculty 
membei'^ '.level of enthusiasm about teaching.* Oth^x" highly S'i:;gnrf leant areas are 
the actii^tl achievement of work-related g^als^ personaJ_xalai::ilxn54U^ 
recognifeiop p^f a.ccomplishm^^ on-tlae-job supervision given by^ 

sltpeiriof J5 ,* ^bmisel.arid guidance jjiven by '>^uper iors , th^ getierkl. type of work ' 
the fajsuXty pember does* the number' hours". W9rked e^ich week and the fadulty 
members,; wotV' schedule compared tq co-werker^ schedules. Other areas of' sig- 
nificance in rel£rtax3n to overall job satisfaction for faculty ar^ the adoption 
of practices- recommended by thie faculty- me'mli6r;,-fllGpmmit tee responsibilities, 
responsibilities outside the faculty member '^s ,TiiajiDr are*!^ o£ interest "and the 
number of course .preparations required. All the.s.e ittms represent! areas where 
a high correlation 'exists between dissatisfactioni in these fireas axtd overall 
job dissatisfaction or vice-versa. As such, in harmony with the resi^lts pre- 
vious ly ^discussed in order to improve CEU's performance, these are areas 
where whatever administrative oontrol possible should be excercised to__aid the 
satisfaction of the faculty at CEU. ' . ^ 



The results of a §imilar series" of Chi-square Jiests on the staff responses V 
reveal a greater numb.er of significant areas of re'lationiships between overall, 
job satisrfact ion and satisfaction with individual items. ^ Tlie most highly sig- 
nify caiit^_ar^aij_f or the staff are personal ^goai a t tainnient the amount of re- 
sponsibility held by the staff member , the level-of understanding -i^etween the ' 
staff member and superiors, counsel and guidance given by superiors, specific 
on-the-job training offered by the staff member*s supetior and the staff mem^ 
bet^s level of enthusiasm about his job. Other highly signi ficant' areas include . 
professional relationships on the job, compe tance' of the employee's superior to' 
^ive' leadership and the initiation of innovation by superiors,. Other areas of- 
signi^id'ancc^^jfrjp.. the actual achievement of york-related goals, opportunities 
.provided 'for "igrdwthi at CEU compared to growtlr available outside of. education, 
staf^£r$tud.eht '-relationships , tlie extent;^ , to which administrative policies and 
pr^.qd'dures are made available to the §-Diiff, the administrative procedures used 
*. to', cctrry out the . educa tional program, t;ecognition of individual accomplishments 
^^''by ''su^)^r iors , the staff member's respops'iibilities compared to those of co-workers; 
^^•'ttie ' earning potential of the staff cb^nparo^d , t;p^tKe'^f^^ supervision 
^•given by the employee's super ior ,^.th.ey'willingness of \th£j individua 1 ' s* guperi/Or 
"t*o delegate Authority, the sensit,iv3;t^y of superior , toV^he ;emp^loyee Vs'h^^ 
pffice facilities or work areas and- the individual's work 'schedule'- compared to 
co-worker's schedules. To repeat what was said before, these. •items^?:epresQnt 
areas where a high aorrelation (||d.'sts between disi>atisfac tiori' ,with . t:hese areas 




and overall job dissVtis fac tioaPPr vice-vers^. ' ^ , ? 

It should be emphasized '^that the results of these Chi-squaire 'tQsts 'and the 
overall responses discussed earlier pin point those areas at CEU 'i.n .need of im- 
provement in order to* improve the performance of CEU's employees and -hence the 
effectiveness CEU as an educational^ institution, . .' ; - ; 

'V, -Further breakdown of tlie :reS/fi^c:)nsos and analy/fia accordinj^;. to ihi* various 
^tJfemo graphic items in the questionnaire will now Ire di s cussed*, beglriijing with the 
r.fa'dulty. .'^ 



^ 'Hie first division and comparisoft of responses for tUe faculty is according 
to the sex of the ii<»s potulont . It is found in this analysis; tha't female ^faculty 
members are (iidi;ja;\*^Saj:/s-f ied with persona] relationships on,'th6- job than are'male 
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faculty members, Tliis is one of \the highly significant areas -noted abgye. 
Therefore , "^iR niHg_aii r i mprf7V ^^^ n t: .j^h—fta-M-c^^i^r^-^^ b er-acM^^ve^ 
by -improvina^ personal relationsliifps among male faculty members. This analysis (" 
also shoWs^hat female faculty tifiembers at CEU are'more dissatisfied with 'the ex- . 
tent^to wh"{ch policies meet, faculty needs at CEU than are»male_£acul ty member? . ^ n 
'There *aJso a higKer degree' >of dissatisfactioq^mong fe^le faculty xhanjpa-l^ ^ ^ 
faculty with their salary 'compac^^d to 'that of peoMe' with similar trairyH<p^n / ' 

other"^ professions. Fema Te - faculty at CEU ai« morfe ^±ssatisfied thjiiy^l^ fac- V 
ulty wit-h the level of uj[ld^rs taoding between themsel'es/'and^jlperi^ Like- 



wise',^ female faculty members iarfe/.mppe dps^ti^fied thafti males with/the competence 
of their 'superior tfo giS/d'vieadership and on-the-job sup^^rvision g/ven by thrir \. 



of their ^uper^or tfo giS/d'. leadership and on-the-job supervision 
superior. The latter area.^was' also a highly ^i^nif icant^area 're 
satisfacf ^on.** Thereft>r4V ^tn Improvement df . the. opinion of on- tl^^- jobi^jLipi^^.r^ 
given. 4,t CEU amOnQ; female faculty would improve jt)b satis fac tipd -at; 'CEll!,'^- 
' faculty at CEU aYe^^iso' mpr^ dissatisfied than male" fi^culty wiUl the .wilftLn^^ss 
c of superiors to, .d'e*legate authofcity , . with the fairness .of supeflors and with the 

counsel and guddanqe/^^ven by -superiors • • This last ar^a is also highly significant 
i in relation to Overall jt)b satisfaction. Therefore, ifiprof ement ' in' the opinion 
of fapia'le fg^culty in this area would improve job satisfaction at CEU. In tlie 
itemd[ in the. community- colleg:e concept se^ction^ female faculty indicated more ^ 
agreement than male faculty that adult education is on^of the basic functior^ 
of a commOtiity; col lege . 



Tlid comparisons of ..rei>ponse. by ,.Bength of. employment at CEU will now'^be^dis- 
cussed. There is a higher^egiree of-» satisfaction among faculty with three years 
or ^le'ss^" at CEU than cjj^hers%ith' the .item^o'f stud following the practices be- 

iti|g" taught. Tlvis was'.v(^y hj^fi^y significant when compared with oveta-l 1 * level- 
of ' job satisfaction* It shoul^be noted that the* response to this item was nearly 
unanimously positive. Those faculty wit;h 10 years or lees at CEU were more sat- 
isfied '^6 b serving**' stiSd^nt ' s growcb.^and success over a'period of time. Tliose with be- 
tween* four and ten years .at CEU* ^re more satisfied with Opportunities to attend 
professional conferences, workshop!^, etc. Those with less than four years at ' 
CEU were' more satisfied than^others • with their responsibilities- compared with 
those- ©^ "tlieir CO -workers. Tliose vit^^ ^^^^ ten years at CEU vere more dis- 
satisfied V/ith the,, fairness of superiors than any other group. Tlipse faculty 
members with f oiir^ or mprc ye'arfe at ^CEU were more dissatisfied with '^on-the - j pb , 
^'raining offered by ^suj^eriors than those with less time at CEU. 'Hiose^ith -fpujT 
to ten years at CEU /yerc -irji^ more disagreement tharj others that CE'^U.' s techrif da.L' > 
ajid vocational programs'.sttdTue to meet^^he pecda. of the community. Tliose .faculty- 
members witli eleven or mbre •"years were in .less agreement than others that the «' 
•two-year career programs .•are ,yl-t:a;iC"., in.. a coirjinunity aoilOge. Those, wi th more ^ 
than eleven years at CEU e:xpi;;.eWe,d' ■mote disagreempnt t^ others with the ^tate- 
-ment that a community college provides'' eflu^^ional. opportunity to a broader 
•segment of tlie community than other tyi^eV Of 'ins t i tu t ions . . lliqse., with three 
years or less at CEU expressed all of the; disa'greement w^th the statement that 
a community college is primarily a "teachings' ihs'trtuLionl* which -relegated^ fac- 
ulty research to a much lower priority than^t a .^univers j.ty. Hiose with four 
to ten years at CEU ^ere m^ost in agreement wit'fi tjie 'statement that CEU should 
attempt to do more by-way of evening courses and s,pOc^al evc'nts. 



/ 



/ 



The next area to be considered is Apvel of ed.u(/atUon ol/ the faoulty. Tlie 



s Apvel of ed,uc 

first significant difference in resp(/me is tliat c/g' level (if educqi^tion increases, 
s£^isfaction with the statcmcyiiL that students foll/()W the prdcticcs beln^^ taV^ht ' 
decreases. 'Ih\.s was also a htt^ly significant ibfein wh(/n coripared with overall 
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joBT satis.fact;ion. - A^Similar relationship exists for the item of observing 



"3t.udeiTts-'--gt^ew^v-and_:succ^ peri6d of time. Those faculty members with 

' less than a Bad^elor's degree^TnJTcarrnEr-gi-e^ satisfaction than those 

with higher degrees for the item^of prof ess ional rel^Tioi\mTtp3--^^ As edu 

cation increases, dissatis faction with the extent to which the facuTty^iiember 
^is info^ed about matter^s affecting him increases. Likewise with fhe extent to 
wliich adfhinistrative policiy.es and procedures are made available to the faculty. 
Those with a Master^s degree or higher 3re less cjissatisf i^li than others vith ' 
their salar}^ campared to that of thos^e with sin>ilar training' in other professions* 
The responses to this item' are largely negative? Those with a Master's degree 
oir higher are, more s^isfied than others with persona 1 encouragement given by 
their superior^. Thc^se^ith Bachelor * s degrees are more negative ifi th^ir opiriipn 4^ 
o| the^ i'httiation of innovations by theiji: superiors than others in the fa.cult.y. 
' Those^with less than a bachelor's degree are more satisfied with Che fairness ' ^ 
pf. their, superiors anci the sTensitivity of their superiors to th'eir rveejis. All 
af^ the.^llss^tisf ied responses to the. adequacy of instructional equipment come • 
^ from '.jt hose with Master's degrees or higiier. All of the responses vindicating * 
• 5on)e levpl of overall job dissatisfaction\also oome from, those with a Master's , 
degree oir higher. Those with ^ess £han a Bachelor's degree disagree strongly 
with the statement that a community college is primarily a V' teaching . institution" 
thus relegating faculty researcli *to a' much lower priority, while^ those- with a ; 
higher level of education express' a high degree of agreement wi/th that state- ' , . . 

ment. As level of education' increases disagreement with the stiatement that it ' 
is CEU's responsibility to consider the needs of high school students in its vo^ 
cational programs increases.' . ^ ' illx 

riie last area of consideration for the faculty is a comparison .of re- 
sponses separateds according to division. 'lliose faculty in* the Humanities and 
Social Sciences divis^ipn are less satisfied with the friendliness of co-workers 
than those fn otl^^divisions . Those in Applied Sciefice are most satisfied, wit^ - v 
professional relationships on the^ job while those in Humanities are least sat- \ 
isfied. Likewise,* those in Applied Sqidnce are most satisfied vith the recqg- ^ 
nition of their accomplishments' by co-workers while those in llumanities are 
least satisfied. Almost all faculty in the Humanities division indicate that - . 

they are dissatisfied or not' sure of their feelings^about on-the-job training 

Vpffered bytneir superior, most of those^.'in Applied Science indicate satisfac 
with- this area.^ All of the disgatisfled- .responses" in the .area of office 

ies . come from the Human.itie,s division. Likewise, all. of the responses in- 
dicgtdjig overall dis^sa^tisf ^tion^^Wi th • the job are from the Humanities division. 

^ The highest proportion of P9;?itix^'e. r the statement that tjic standards 

of Jiighe^ .^e4utatiqn"..rhsikq'/i^ tliat.^all programs* in community\colleges 

be secondary /'to . tiie '.^ tome' from the Humanities divisi<ii^. Hie 

highest progortionVof i'ne^ai:ivc..responsfis to the: statement that a commurU.ty col- 
lege is primarily a- "teaching instit;ution" leaving fa-culty research to iii^very 
16w priority come from the Appli'ed Science division, lliose faculty memb(irs from 
the Applieo^ Science division g/cnerally disagreed with the statement that stand- 
dards were loweted ^t CKU Jj^y ^zhe mixture of academically and otherwise oriented 
students while tijose 'from' t/e other two divisi^^^ps generally agreed with that 
statement.' ' 'Hic liighest projoortion of positive t^'^sponses to the statement rt'hat 
CEU 3hould attenf^t i ) do more by way of extended *^ay and evening courses and 
special events caiuL i rom the Applied Science division. . v 

Now the r sponst'-i the s ta f f , • inc Ijudlng administration, separated by the 
various dempgr-iphir j tci s will b(i examined* Female staff members are more 
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satisCicci than nmle st"a£f; with staf E-studeuC relationships at GEU. 'lliis item 
was also sifeniCicant when compared with ovbrall level oC j-ob, satis faction. Fe- 
tnale staCfi afe also more . satis Cied th£m male' sta CC, with the. sensitivity oC their 
'superiors to their needs. As abiv.e-, this was*al§.o significant wh»n ^compared ^ith _ 
over-all level of job satisfaction: I'emale staff are also more satisflf'd tJiail 
male- staff with the. number of hours they work each week. A higher proportion of x 
fema.le staf f than male staff, agree wiJ:h the statement that a community cgllege 
teaching position is identical in -scope^'to a teaching position at- a univ(5is?.ty . 
A~highcr proportion of male staff members than female ataff *gree with the state-, 
ment that a community college must be concerned with the aece'ptapce of ii-ts pro- ^ 
grams by students from all" socio-economic classes. A higher proportion of n\^le: 
staff membeVs -tjian fpmjrtt; disagrf^e with the stat'a*ent th^it a community college 
is nearer secondary school than higher education in Tjutlook and proRJWWuand . 
thal^ a community college nefed ri^ot become involved 'in special Services tpUts ^ ' 
students. , \ •. ' , 

■Ihe next area to'^be looked at' is the length of time ati CEiT. " ThpSe.mem^ers 
with from four to ten years at 'cEU are .fcst dissatisfied wit^ tlve^i^horitj^ ^t^ 
have to get the job done. As length of' 'time at CEU increases, lack of satis- , . - 
•faction with the level of understanding tjiat tl.ie staff meTtrher-and rtis , superiors 
have of each, other increases . " Xlii's is' also a highly significant area when com- 
pared with -overall level of./j^b s^atis^pfction.. lliose with II or more yea«r^t • 
CEU arc f^S^'-^ncertain -a^' tx>''their satis faction with the sensitivity of^eir 
superiorilS^lieir needs'/^ . is- also wa? significant when compared with overall 
'Icvelof job .satis fa'ct^iDn. As length of. ti;iie at CEU increases , lack of agree- 
ment with. ■the1'St;tt-i;imnt^^^ communi.ty- college must be/concerned wj^th the ^c- 
ceptrincte .ot.;;i% /pr^rams by sttfJetit:s" ~from all socio-economic classed; increase6| 

; , ■•' ■, i . • • * • • ■ _ 

•llic npxt' aWa .to be considered is ' level, of education 'of the^staff . As 
level o"f educ'btioh of . the st^iff goes up,' so does satisfaction with the, prevail- 
ingcducational philosophy at CEU: niose wi-^h .a- Bachelor's degre^ are, least 
sat?sfiecl with responsibilitVes 'ciutside their, major areas o f^interes t» . lliose 
with a Master's degree or hif-hcr are . lefet satis.ficd- with as'^oCiation..<.iUh college 
students'. -Iliose with Ic'sg thdn a, Hache f^r ' s degree are mcjst satisfied with the 
number of hours they work each week. lli&e with iWs than a. Bachelor s dejjree 
are most strongly in a gr client wi'tii the statement that a covTimurjity college - 
.teaching position is identical to a^,university teaclving position. As, level ot . 
.education incrcftses, so does disagreWnt with the statement that a community:,, 
college is nearer secondary schoo-l. thin; higher educatiori. in outlook ar^d program. 

■ Tli'e last area to be examined is a comparison Of thd views s f ^ phe »admin- 

istra^iion with the- otlier staff piembers . flie sta ff, , is more dissatisfied than the 
administration-with' opportunities to attend conferences, workshop,s , etc.- n,\e 
administration is more satisfied tY.an the ttaff with their rdcagnition compared ' 
to that of tlieir co-workers. llie -'administration , is also more satisfied than the, . 
staff witli the total amount, of revs pons i\i 11 ty they liave. lliis area was one j/fv ^ 
those where significant differcnQes existed when compared with overall job sat- . 
isfactioi?. This indicates 'that if the staff were- to become mote sati-sfied ^ith . 
their total responsibilities', joh satisfactibn at CEU would impr.ovc. 'Ihe ^'l",/' .• 
ministtation agreed morn strongly than the staff 'that vocational, tt^chnical and ' 
liberal arts programs located" in tiie same institution provide an ppportunity „to-r ' 
a student to mni*n realistically W readily adjust -his .goals. ll.e administration 
was. alscian strongeir' agreement .tllan 'the staff that each of the membcyrs of the 
. college hkvt a- rospbnsibiLity to Wiblic, relations and recruitment. 



Summary and Conclusion v' ^ .' ; ; . ' ■ • / ^ ' . ^ , 

■ In -summary, the follpVtng; hu^y^'^d' s^^^^^^ the jol),:satis lact ion of CKU 

faculty and staff. There; is ^'a-lack of satisfaction arnon^ tlie CKU staff with the 
•adopt ic^ of practices re<:pivmended^ by the employed. Tliere is a groat lack of 
li'bb safisfactio.n <iiiigj;>^^f^^U caused by dissatisfaction wi th in-s ervice train- 
/-ipg at CEl). Tliere al^s^^a lacft\of job sat i^^'Cagt ion caused by dissatisfaction 
•V.with opportunities ;Wb^;^ttt^K4 professional worksliops, conferences, etc. Hiere 
'Id'tsome job dissatist^ii^^^ py dissatis fAttion with cooperation obtained 

' filDm employees outside<''';:<?ne$^depart/ent. 'nierc;*is^ a large degree of Job dts- • 
satisfaction caused by dissatisfaction with t.h^\p|licy and admi-^is trat ion at • 
CEU. Likewise, dissatisfaction with ^j^Iaries is lespo^sible^ox.^ a large degree//. 
' of job dissatisfaction at CEU. ''^--v/,'^ ■ ^' ^^^^^ ' •• 

With the exception of those areas noted above, there 'is a highXdegree M f 
job satisfaction at CB.U due to satisfaction with the areas of achiev\pent, 
growth, recognition, responsibility and the work itself. In other words, sat- 
is fact ion , with all 0=5; the motivational factors is high, yielding general job 
/^' satisfaction. This is reflected in" the responses to the ejuestion of overall .- 
• job satisfaction. In addition, responses to the hygiene ^^^ct,ors of interper- 
J:'^;^.Qnal relations, supervision and' working conditions ar^J^ar^ely satisfied, vield- 
^^•i^^'^a lack of job dissatisfaction. it can be seen that-'tljg- t^&i> for much job 
dissatisfaction exist? in the areas of policy and administration and salary,. , . 
Obviously, those two areas highlight themselves and appear to be the most cruc^ial 
areas for impr'oyei^iti.t of job satisfaction and hertce institutional e f fectivvnes^y 
It. is . reconm^ended^^dtaX whatever level of administrative control > poss iblo b^ ct^- 
ercised to improve^ tKc^'/U^v el' of sat i^ of the faculty and staff in the^e 

areas as highlighted ; in.; pf this report. It is felt that such improve- 
ment will bring posiJtiiV^'t', o^^^^ results and increase the effectiveness knd 
the satisfaction of the ^jjacvi^^^^ CEU. Furthermore, it is recommended 
that the administr-^ tion' "of this 'Is^trvi?^; be repeated two or three years in the 
future to gauge.. the effects of cofrective action taken* It is the author's 
parting* hope tljat the results of this study aid Ci:U as it. continues to improves 
f in effectiveness as the educational institution of eastern Utah. 



COLLKGK MSKASTKKN -UTAll l-ACULrf OPLNLON>"siiKVKY 




INSTRUCTIONS ■ 

■ . . ■ ■■ . ■ ; . ' 

' 1.1 Respond t cv eadt ' vtem hy cliecki ng the ap|Vropriativ?a']*terna f. i ve or by enter ing 
the requested in t,orm<\t ion . ^ .; , 

^ .... ^-y- ^ f y P4 have difficulty in res poud i np; to a n y i I em , g i ve y 6u r bi/s t o s t i ma t e 

■ ' •♦or a pp ra i's'a-l, ;you. may .wish ^Lo clarify.: your response by commencing in* the 

^3:^.^ sit i>s very imf)ortant tliat a 1 1 .items l^ave a r^e^^onse, ,s * <^ 

"4/ tour anonymity is insureici' ,Tlie.'/id^nt i:-/ic.a t ion nunTl\cr^ abo'\^t,\vls t o ..i-t'fViure ?// 

^%f.'- . w.bfeat respoi;^ses are obtained from all faculty nuMnbers . It, will be removed 
as soon %s your res n s e, ,i«"^:vV e r i f .i e d . Jy' ..^ 



■' ; ■ Thank you for ytuir cooperation. 
Sex Male . ^ Female ; - ■ 

Numbers of years employed at CIlU: 0|_ 



/ Higliesf IeVel>6f educativini: f 

High school \ ' ' 

Pos t seconda ry certiificate or dif^Ionia 

^ _ Asso'cia'te de^fee ' 

Ba c h fe^ I o r ' s d e g r e " ' 

43ac1ie lor '-S det;ree- plus hours 
' ^fas ter '-s ' degree. . '"^ - • • 
Master's decree plus hours 
Education Specialist- (le.;re(,' 
. Doc to ra I de^,i;e^v 
■ ■ Other (please specifv) 




Major area of current ^instructional res pons i bi 1 i-t y : 



Col-l-ege Trans ter 



Voca t: iona'l - Techn i'ca 1 



Diyi^.sipn: Humanities tind Soc ia 1 Sc i ences 

•! Natural Science ' ' 
. ' ■ ■ Applied Sci*;ncu 



' " . For each of the following i r ems , c i rc le tVie r pons c which best represents 
your level -of. jo-b satisfaction or dissatisfaction. ' . . 

1 = Very d i s sa r i s f i t'd (VD) v • 
^2 = Slightlv to, : ..ra te.ly dissatisfied (MD.) ■ . 

3"=*Not sure of ipinion (N'S-) ' ." . ; ^ . . ' 

4 = S^lightly to modera t e 1 y -sa t is f ied (M^) . ' ' '. 

5 = Ver7 satisfied (VS) \ " , ■ * . 


















> 



1. rhe actiu'il acli ievomont of wbrk-rclatt'd ^oals. 

2. The ' immediate .results from your work. 

3. ( The .actual adoption of 'practices .whicli you rtjirf:ommend . 

4. Personal goal attainment. ■ , ^ 

5. Students follow the practices being taught; ' 

6. Observing students' growth and, suQCess over a period of t im,e . 
w , • _ _ ■ ^ ■■" 

7. ' ,:S'he extent to wfeicfi you are able object ivejly^ t;o^eva luate your 

accomplishment-. ^ y 

^ ." r^iOpportunities* for increased' respons ib-iH'ty la eduQ>3lKion. - 

9. Oppo^unities provided., for ^g^owth in" e'^yt^ t i on compared'^" \sn th ' 
g^owtn in other fields. \ ^ , .•^ 

1 0 . P^r tic i.pa t iCt) n in in-service ,.^dij.e ^ t i o n , - - . ^ 



11 
12 
13 



Types and levels of inrs^rvice .ecjucat ion. 
Opportunities to grow prof ess i6rif«iHy through formal education 



1 2 3 4 5 
,1 2. ;3^'4 " 5 

r 2 ,3 4 -:5o 

1 2 3 4 5, 

,1-2 3''4 5 

1. 2 3.4 5 

'l 2 '3 4 5 



1 2-345 



1 2 3 4 5 

'i'2 "3 4'. .5 

123 4 5 

1 ''i ?3 .4 "5 



Oppor Cuni t les to attend professional conferences ,, workshops , etc. 1 :jti^3 4 5 
14- Fr iencl 1 ine.ds of. your co-workers. . y' ' ' 1 2 3 4 5 



15. Cooperation from faculty in your depar tmeu t / (di v is ion if one 
person department. \ ' 

16. Cooperation from faculty outside your department/ (division if 
*■ one. person department. ) . ' ' 

17. Facu 1 1 V- s tuden t re*la t i ons4i i ps . ^ . ' 
18j , Peof essiona 1 - re L^at HMish i ps- on the job.- - V^"* 

19. Personal re^la t i onshi ps on the job . , 

20. ' 0\:erall ins t i t ii ; i onal relations including faculty, students, 

and staff. .> . ' • ^ ' 

Zl^^jj^Your involvegpent \n making decisions. 



1 2 3 4 5 

1 2 3^4 5 
1 2 3 4-5 
1 2-.-3 4'5 
1.2 3 4 5 

1 2 3 4 5 
"■^ 2-34 5 



22* The e4ct<?iit t-5> which you are informed about matters a f f ec t ing .^.ou? 1 2. 3, 4 5 

23. the pr'ocedures used to select faculty i'&r promtUaon --t.o pOsSitions *- 

such as department chairman/ or division chairman. 1 2 3 4 5 



24. ^The extent to which admi n,{s trative, pbl icies and procedures 
■ - are made ai/a liable, to the .f acu I ty ,v 



1.2 3 4 5 



-3-. 



25. The administrative procedures used to carry out the educational 
program. 



Q 


Q 




CO 











i^trat : 



26: y 'The extent to whici\. adminip tra t ive policies , and procedures are 
> . ' a c t u a, ri.y/ to 1 1 owed ! 



27. The ex.tent -to which the policies mefet faculty needs, 

28.. The educational philosophy which prevails at. CEU. x 
*.'"•'* ..." ' •*'■ . . ' 

29. 'Recognition' pf your a'ccompl ishmenCs by co-w6rkePS. 

30 :■ l(ecogni t ion.1^df your^ aqJcomplXshments by "".Superiors . ..' " / - 

' - ■>•<■■' 
• 

"•^liii^ Y(5i*ir;. Tecdgnit ion compar^jd to that of your co-warker§. 

^'32. . The recognition you ^^t.frpm the adrjtinis tra t i on fdj you^ ideas. 

33.. Publicity given to your work and actj.vities. 

. 2i^^ Th^ authori^t^j^ou fiave to gq;.t; this job 49?,? • ^ 

35. The total amount of responsibility you have. 

. "., ~ . : .■ ' . ' i ' ' . 

36'. Your responsibilities compared with those of your co-workers. , 

37. Committee responsibilities. 

38. ' Responsibilities outside your major areas of interest.. 

39. The method used "to determine .your salary. ' 

-'40. TIio range 6 f salar i es pa id to instructors \n yo'uf Infetitut ion . 

. 41. Your salpiry compared to that of people* with similar training 
in other professions. 

, • ■ . . • • ' • • ■ ^ ■' • ■ 

. 42. Tlie amount of your salary. ^ * ^ 

43. ^The earning patential of the faculty compacted to^that of the 

"administration. 

44. Tlie' level of understanding that your super iors .and you have of 
each other . ' ; 

45., On-the-job supervision given by your superior. 

46. Competence of your i^uperioi" to give leadership. 

^"^^Z^^N^ Personal enfcouragemen t given by your superior. 

48- ; Ihe .willingness of your superior to delegate authority. 

49./ Author! ty . delegated' compared to duties delegated*. . 



1 2 3 4 5 

^- 1 2 3 4 5 . 

1 2 3 4 5 

^ 2' 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1^ 3 4 5" 

1 2 3 4 5 

1 2 3 4 5 

12 3 4 5. 

1 2 3 4 ,5 

l''2 3 4 5, 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 J 4 5 ' " 

.12 3 4 5;' 
; . 1 2 3 ' 4 5 

" 1 2 3 4- 5 

- 1 2 3 4 5 

■ 'l 2-^'>'5 

" 1 2""3 4 5 ^' 

1 2 3 4:5 

.1 2 3 4 5,' 

1 2 3 4 5- . 
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50. Counsel and guidance given by your • supefioys 'y^':'-^> ^ ' 

51. The initiation of innovations by your superiors, 

.* " * ■ * ■ 

n52. The fairness of your superior^ j'^- ' ' ^ 

53. ' The sensitivity of your superiors to your needs.. 

' •«■*. •*- ■ 

54. Specific on-the-job training offered by your superior. 

.55. Work anti association with 'college-age students-. ^- j 
"56 ., . The ' iritetestikg and 'challenging .aspects of teaching. 
57. The general type of work you do. ' 

55. Your level of enthusiasm about . teach i ng . 

59. The number of classes or groups for which you are responsible < 

60. Tlie number of hours you wprk each week. ° . . 

% ^ . ' ' ' * . f ■■■■ ' 

61. ^ Your work schedule coiv.pared to that of people with similar' 

training in other professions. ' ; • , 



62. Your office f a ci 1 i t ies ?V. 

' 63. The adequacy of inji t ruct iona 1 equ i pnien t . 

6A. The number of course preparations required. 

65! Your work schedule compared to that,oC your, c'o-work^rs . 

■66. Consider; all aspects of your job as an instructor and indicate 

* yo^r overall level of Job sa t i Svfap t i on or .d i ssa t i s^f ac t i on . ^ 



12 3 4 5 
12 3 4 5 

\i ' " ' 

.12 3 4 5 

12 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

,1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

■ 1 2 '3 4 5 

• 1 2 3 4 5 

1 2 3 4 5 

1-2 3 4 5 

1 2 3 4 5 

1 ,2" 3 4 5 

1' 2 3 '4 '} 



For each of the following items, circle the f es pons||k wh i c'h bes»t represe^ats 



your opinion. 



^ Scale: 1 = S'trongly disagree (SD) 

2 =^ Slightly to moderately di^^grce (MD) ■ 

3 = Not sure of opinion (NS-") 

^ , * • . '4 =^ Slightly to moderately a.gree (HA) 
5 = Strongly agree . (SA') 
i . • - i • ■ ■ - . 

67.*. Technical and vocational programs at CEU'Strive to meet the 
, technical and vocational needs' of the community. , 



12 3/4 5 



,68. A community college, teaching posi'tfon' is i den t i cn 1 ^ i n scope and , 
■* , emphAs,is to a teach i n,g«_*pos i t i bn ,at, a '^senior .college or .un.i versi ty . 1 2 3 4 5- 



69. Adult education is one of the baj^ic functions of a community 
college . , r . 



1 2 3. 4 5 



EKLC 



32 



-5- 



70, 



71. 



72. 



73. 



The standards of higher ediVcftti^'p' makeri.t mandatory that all 



programs in community colleges' be;j gij;<j^6"ni^'fy to the transfer 
.programs, ,, . ' ' :V' 

The two-year career programs are vital i n^a-^tionunurii. ty college in 
order for it to effectively discharge i t;s 'jeduca t ion oblij|^.t;^i^oa*->^;v 



a 


a' 








CO 








CO 



2 3 4 5 



to » ^he ' contmuni ty . , . 

It isvXealistic and ^ouiid educational policy for a community 
college to attempt to provide post high school programs for 
varying ability levels. 

. > " 
A community co.llege provides th-e opportunity f or "^'^icqu iri ng 
education beyond high school, to a^ broader segment of the • 
community than o ther ■ types ' o f institutions. > 



t\ 2 3 4 5 



12 3 4 5 
1. 2 3 4 5 



74. The extension of educational opportunity through provision for 
remedial work is a responsibility of CEU . 



1 2,3 4 5 



75. 



76. 



Community service and participation is an individual staff \^ 
obligation; * ■ ' ' . v y . ^ " * ' 

A community college must b,e conperned witK* the social and 
academic acceptance of its programs by students from a 1,1 sotip- 
economic c-lasses. 



2 3 4 5 



1 2 3 4 5 



77. A community college" is nearer 'secondary school than higlier 
education in outlool': and program. 



V 2 3 4 5 



.78. 



79. 



80. 



81. 



82, 



'The vocational and technical manpower needs of a community are 
the concern of a community co^^Ioge and should be reflect^^^ in 
i t'B ^program. , . ; ./ 



- 1 .2. 3 4 5 • 



A community college is pr imarVly-. a "reaching institution", 
therefore faculty research hasS»— much lower priority ^han ih; the 
Senior college or university. . ' ^ - . ■ ' 

A communi ty college is primarily ^n educ^'t iona'l" i ns t rtu t'ion and 
should, not become involved in special services to the student 4 
(e.g. Job placement and assistance with personal problems). 

Vocational, technical, and liberal arts prog^rams. located in the 
sfame institution provide ait opppr tuni ty for a,.student to more 
readily and realistically adjust his goals. 

Standard^ are lowered at/C£U by the' mixture 'of academically ' 
and otherwise oriented students. 



1 2 3 4 5 

1 2 3 4 5 

.1 ? 3, 4 5 

1 '"2 3 4 5 



83. Student acad^ic . cbunseling by . individual instructors is both 
■ possible and highly desirable in a community college. 



I 2 3 4 5 



84'. 'CEU'should not be available for those who' cannot qualify at other 
inst itatibns. ■ . . * . • -xi . . 



1. 2 3. 4 5 
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85. 



86. 



Learning ..Q|x|iort*un I ta.fes^^^^ motivated toward 

us^al academic subjects are an appropriate part of a coniinuni 
colldge curriculum, \ 



Intercollegiate athletics has a place in .a. cdmmnni ty college. 



87.. Vocational, guidance, by professionally "trained«^cbdnselors is 
^important in a community ippllege. • . 



88, AcadTemic advising should be done by trained counselors whp have 
. iadequate preparation and time to spend studying the con ti n'ua 1 ly,- *" 
/.**' --v changing- vocat ional and educational world. 

. : ..... ' P - ■ ' ■ ■ 

^ 89, Courise selection is basically the students* responsibility, in a 
community college, and, therefore, the' college need not make 
.extensive provisions for aiding t]ie. .s tudent in , this .area. • ' 

>0. It is CEU*s responsibility to consider the needs of- high school, 
> students in its vocational programs. 

91., Self conducted researc^?- on CEU s progr^it^s , instruction, etc^. , ' 
- ^itltould be. consideV.<^'dHrnportSin^^ at CEU. ' '' ' ! . 

92 . %*Each;. faculty ^jtnd s taf.t membl^r. should be expQ:cted to .pa.tti ci pa.E^ 
in schooi act i vi t ies 'and programs. K ' 

9^. CEU should attempt to do more by way of extended day and * 
, i\ evening.- course^:' a nifl special ^events. ' ' ^ 

94. -Each of us in our college has a responsibility to public' " * 
^ relations and reci^Li i tmen tj. > . i^-i -- ■ - 



12 3 4 5. 

1 2 3 A 5 

-1 2. 345' 

•1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

r 2 3 41,5 



*i 2 3 4 5 
■ • / 



12 3 4 5 



1 2-' ,3 ;4 5 



Please add any specific comments you may have aT&out CEU or your rela t i qnsli i p 
to CEU which are^^ot covered above. Please return tht^ completed form to the 
QCCice of Ins t i tu tiona l.^Research ■ ' , . * ^x'- 





— ^ 




















'0 










1 

. . 
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/ '•^•COLLEGE OF EABlYRN UTAH, -EMPLOYEE OPINION SURVEY 

•INSTRUCTIONS 

. ^.1.. ^'IRe'spond to each item by checking .the appropriate alternative or by enteting 
• the requested information. ^ . 

'"2. '.If you have difficulty in responding t9 any item, give your best estimate 
or appraiS:al/'^;You may wish to clari fy your ' response by- comment ing in tl^e^ 
margin . . f . . * 

3. It'„ is very Impor-tant vthat/ all ,£tems have a response. i.v^.:- . ^ - 

' ' ■ ■ ' . -1 ''■ ' '. , ■ ' < ■ . , ' ' ' ' • ' ' • ' ■ ■ ' / " , . 

A. . Votir anonymity i^. . insured . t '7lie identi f ie^tioh'tiutfiber abpve is to insure 
''4that' respoftj^es are dbta ined . f rom a 1 1 s ta ff . members . . It wi 11 be removed as 
soon as your responso is verified. 



5.V If you are in the admiiystration, substitute admini stration for tiie word 
"staff" wViere appropriate. , , ^ - , * 



9 

^ — 



^Sex: Male. * Female 
— I ' 

^..Numb-fer 6f y.ears employed at-.tGEU: 
. ^^/?|hes f-'-level ofi' education: 

:> .y . %■ High school \ • ^ ^ ..^ , 

^ |>(j)Stsecondary cert i f ic^fa tfe^jyr^ dipl'bma , , , 



Associate degree 

["bachelor's degree 

Hachelor's degree plus lidurs 
^ Master ' s degree 

Masteris degree plus hours 
_ Education Spcvcialist degree 

Doctoral ^degree 

Other (please specify) ^ 



'Job classi f ica t ion : , • 

I" 

•V - ■■■ ■ ' ,n ' 

Administration V- /f Staff 



• For each of the followLng I'tenj's , circle'' th(^ response which best rept*esents 
your level of job satis faction or d-issatis faction. . ^ . 

:. .. . - ^ ... , - >^ , -^l ■ : •■• . - 

'^'"tY ScaTe: 1 = Very dissatisfied ^VD) . • . 

Z = Slightly to moderately dissatisfied (MD) \ . 

■ N . ' ' • 3.= Not sure of opi-nion • (NS) . ; 

4 = Slightly to moderat^ely satisfied (MS) ' 
• • ' ' *5 = Very satisfied (VS) T \ . ' • . 



■2- 



rl. THie actual achievement of work-related goals,, 
2. . The immediate results from your work. ' 
»v^ /^^tt^ actual a'dbption of practices which you- .r(*.<!:ommGnd , 
^4.^>v^^^ goal attainment, 

^5^,; The extent *;to .whi ch you are ible objectively to evaluate your » 
^ •accomplishment, 

6r Opportunities ^for increased peipons ibi 1 i ty at CEU.^ 
. » • ■ • . " • / ^ 

* / * • 

7. Opportunities provided for gry)wth at CKU compared to growth 

' available outside of educatii/n. 

8. Opportunities to grow proEess ional ly through formal eddcatiorf, 

9. Opportunities &o attend professional conferences, workshops, etc, 

10. friendliness of your co*-workersL 

11. ' Cooperati^an vC'Epm s ta f f in' your depar ^en tt>. 

12. Cooperation, from facult-y' and staff outside your departrment. 

13. V Staf f r ..studenC' relationships . 

14. Professional relationships on the job. • y ' 

15. Personal relationshi ps;on the job. - 

^16., 'Overall institutional relations including faculty, students,, 
and sta/f. 

17. Your in^'ol ven^enl in niakinj?; dfecis'ions. . . ' 

18. Tlie extent to wh i th ^you are informed about mat ters a f f ect ing yovi . 

19., ..The extent to wh i ch admin i s t'ra t i ve pb 1 i c i es ai-ijJ procedures arcj ' 
-ma d e a V a i 1 a b 1 e to t he s t a f f . . w;' ^'^ v ,.. " 

i 2(xtj Th# , procedures u.sed to c^rry out the educa ti^onal . 

program. , . * ^ ( ^ 

21 . Tiie ex ten t to^Hich admiji^strative" policies and procedures are 
.actually followed. 



22. -The extent to which the pol i ci es. .4iiei/t' staff needs. 

' ' • ■• ^ . ■ » > ■ 

23. Itie educational philosophy whl ch preva i Is at CEU,| 

24. Recognition of your accompl Lshmen ts fcy co-workers/ 
'25'. ..Recognition of your accomplishment's by sjjper io.rs . 



1 2 3 4 5 

12 3 4 5 

1 2 3 4 5 

1.234 5 

1 2 3 4 5 
1 2 3 4 5 

1 2 3 4 5' 

1 2 3 4 5 

•12 3A I 

1 2 3 4 5 

1 2 3 ,4 5 . 

1 2 3 4 5 

1 2 3 4 5 

1 '2 3,4,5 

1 2 3 4 5. 

1 2 3 4 S 
1 2 3 4 5 
1 2 3 4 5 

1 1 3 ,A 3 

r 2: 3.-4..5 
■ I 2,, 3 4 ' 5' 
.1 2 3 4-. 5 
a ,2 3 4 5 
•1 2. 3 4 5 
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00 



2%. • 

28. ■ 

29. 

30. 

31.; 

33. ., 

,34. 

"35. 

■ ■ 

37. 

3'fir.'- ■ 

39:" 

40. 
41. 
42. 

•43: 



Your recognition-~compared to ttia t of your cb-yorkers . , ^ . ■ 
The recognition you get from the adminis tra tion . for your ideas. 
Publicity- ^iven to your work and actlvi^es. 
The authority you have to get the job done. 
The total amoyntjof responsibility you have. 

Your responsibilities compared* wi iSa . :thds.e of your co-W9rl<ers . 
Committee responsibilities. 

Rje.sponsib.i.li t iesv/outs LcTe yout'major areas of interest. 
Tlie' method used to .determine ''your salary. 

The range of salaries paid to staff in your institution. * 

Your salary comp'ared to* that of pjeople, wi th s imi lar training • 
in o'tlT^'t professions*'. ' ' * 

The amount cf f. jjy'cux* ■$ alary /■ ■'■ V ^ 



4i' 



.1 2 3 4 5 

- 1 2 3 '4 5 

1 2 3 4: 5 ■ 

1 2 3, 4 5C 

1 2 3 4 5 

1 2 3 4 5^ 

1 2 3 5 

■ ■/i:--^;'-3 4 .5 

1 2 3 4 5 
1 2 J 4 -'^5 

. 12 3 4 5 

1 2.'i4.-'s: 




i'e earning potential of the staff compared to that of the faculty. 1 2 3 4 5 



The level of understanding that your superiors arid you have.'of 
eacTi other. • . ; ' . 

On-the-job supervision given by your superior. 

Competence.- of your superior to give leadersliip. 

Personal encouraj^ement given by your superio^. 

Tlie willint^ness of your superior to dele5L;ate .authori ty. 

v" Author! ty ■i?l,qi'ega ted,^ to du't^(^;s delegated. 

. Counsel and guidance given by yout superiors. 



45. 

46. "Tlie initiation of InpovatLons by your su^periors*. 

' ' ■ ' ■ ' r-^ - ■>■ • , 

■ 47. The . faLrness ..of your superiors. : . 

■ ' 48vi Tlie ^'ensi &ii*v i ty^ of your super i or to your needs. 

.49. 

51.. The^ general, type of -work you do 



>Speci f ic ■ on- the- job training o f fered, *by • 'your superior, 
.Wdrk arid association witli college-age students. 



1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 
12^45* 

1 2' 3 4 5 

1 2 3 4 5;'^*' 

1 2 3 4 5 

.1 2 3' 4 5 

1 2 3-'^;,5f. . ■ 

.1 2 3 4 5 

12345V 



1 2 3 4 5 
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1 2 3 A 5 . 

A. ' '::-\'<. 

,l,-2 '3 - A- 5. •<■'* 
1 2' 3 4 5' 

t 

I 2 3"4 5 
I 2 3 A 5. 
1 2 3 A 5 



.52. Your level of enthusiasm abaui-.;yoa.r. job. ' 

^53. The number of hours you work-^'e.a.ch WQ.qk. ' . ' ' . " 

54. Your work schedule compared\to "that of people with -sioulat ■ 
training in other iprofossio^^. . 

;..:55." Your 'oflfic^ facilities or work area.. 

56. ' The adequacy of equipment you use. ^ 

57. Your work . schedule compared to that of your co-workers. 

•'5.8. Consider all aspects of .your job and indicate* your overall level 

.of job satisfaction or dissa t is fafc t ion . \ . " * 12 3 4 5 

••••i. '''' . ■ y « ^ / , y ' V-^' 

^ ' For each of the. following items', circi^'^the^ response which best represents 
your opinion . . f 

Scale: 1 = Strongly disagreeKSD) 

2 = Slightly to moder^ely disagree (MD) . , ■ , ' ■ 

3 Not sure of* opinion (NS) 

. . 4 = S 1 i^h.t ly /t o ^pd e ra t e ly , a gr-e ? ( MA ) -v • ; . 
•-. . ' ; / '■' 5 =■ Strdrtgly. agr^e (SA) • ' 
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technical and voqatiPnal 'needs^ of the communi ty . ^ 

60^. A community college t eachi ng pos i t iqp is identical in scope and ■ 

emphasis to a^ teaching p^ition^at a senior college or university. 1 2 3 4 5. 



61. Adult education is one of the J^asic functions of a community 
college. 

62. The standards of higher educa t iqn make i t, jnanda^ibry fcha't all 
progTarh's i 11 ''e-ommun i ty^co 1 leges be secondary to. the transfer 
programs. • :......pr ^U^-'' ' '''^ 

63. The two-year career programs are vital in a cQ.mmuniLy collpge in 
order for it to effectively d i scha rge , its education obligation 
to' the community. ; , * ^ '''^ 

64. It is realistic and sound educa ^iona-^'' po 1 i cy for \a' common i^ty 
college to attempt to provide . pqs^ t hi^^h schbdl prbgr^ms for 
v^iryitig ability leve.ls. / . ' ' ' 

.65. ..A community coM^e provides the op{)ortunity for acquiring 
educa t ion. beyond high school(^to a hiS^adcr segment of the 
'"'jd^<>t«iliiun t^H%P; other types 6 f ins t i tu t i ons . ' 



12 3 4 5^ 

1 2 ■^^^>4-v5,.>^ 

1 '2 3 4 5 

1 2 3 4.. 5 . 

■).'■- 

12 3 4 5 



,66. The extension of edurf^^tfr^onal opportuni ty through provision for ^ 

remedial work is a re'^pofisibi 1 i ty of CEU:' 1 2 3 4 .5 



^J67..^ perffiTijunity service and participation i s^.a.Cit indi vidua 1 staff, 
' • ' obt!i/gation. ' •'^ ' ' ' 
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69 ; 



70. 



sbnununity col lege must' be. canCerned wiltli the. social and 
^ ...^ dethiQ ^acceptance ' o^^!!: .pr'ograms by students, frgnw'a.11 sqc,i^o- . 

A''b'ommun'i^P|c9ile^e^l3 secoitdary .scliooi.thatv lUgficr*^^ 

education i'ri- biitlodk' and program',* * V ' * 

The vocational and ^techn^ cal' manpower needs o f ' a comniuni t y are 
the concern of a community college and, Xliould be. reflected in 
its program, .1 lv» 



co; 



71. A community college is p^i^n^ijly;; an educational institution and 
should not become i nv(5 1 ved^ in! '^pec ia 1 services to' the student ^ 
(e.g. Job placement and asaiis'taVice with personal pvot^l^^^s) . 

72. Vocational, technical, and liberal arts programs located in the 
.SQmjp institution provide an opportunity for a student to more 

readily and realistically adjust his goa;ls. 

\ • ' ' • - 

*73. Standards ar<2 lowered at CEU by t.liy^mi xture of academically 
- • >'and otherwise orventred students, ^ ^. 

74, > lSt' Indent acad^mid c(^uns^.rng by individ.ya]. in'structors is both 
• . possible and highly d^sirab-le in a cortu^mnity coHege. ' 

75, CEU-.shoul<J. not be available for those whp' cannqt -^qua 1 ily at ot^h^r 
" " - rns t itut iqnSv , . • ( \r.- ■ ' . . 

76, Learning opportunities for students not motivated toward the 
usual academic subjects are an appropriate part of a community 

.college curriculum. . , . ^ ^ 

11, Intercol legia te a^th le t ijjs, ha^ ^ pl^^ce in A -xommuni t^VYcgll ege . -V\ 

78,.^ Vocat ional.^ guidance by . p-ro f ess ir>na 1 ly t.i;"a ined counselors is 

important in a co[iiro.uhity. col lege.; " ■. ' - 

■ 79. Academic adv ising should be done .by. trained counselors who have 
adequate prep^aration and ^iti^! to spend studying the continually 
changing^ yoca t'tona 1 'and e;ducat iona l' Hor^d / ' ^ "' 

^ "80. , jCourse3e lection 13 .»bas ica 1 ly the s^tudents'- responsibility in a 
• V.4-.V ommuH'i'ity college ^and,; therefore, the college need not make 

extensive provisions for aiding ^he ''student in this area. 



1 2 3c. 4 ^5 
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1 2 3 4 5, 
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,1 - A 5 



1 2, 3 4 ^ 

1 ;2 3 4^5'^ 

i 2 3 ^ 5 ' 

1 2 •;i:^4 5 

1 2 3 .4 -l - 
1 2 3 4 3 



81 



It is CEU's responsibility to consider , the needs .Qf.^-hl'J^h schcTol 



students in its vocational programs 

. ^82 . ■ : So 1 f condu-c t ed res earch on CKU ' s pro grams i ns c ni.c I i-Crfi >- ,0 ft' . fy 
. should be considered important at CEU. -^f^, '"-^ * 

.;83.. Each faculty and. staff member should be expected to p'artigipate • 
' in school activi ties and programs, • •. - ^ : . 
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84-;. •** CEU shquid "^atteh^^^^ do more by way o f extiended^ day \nd 
^ ev'enin)i^..c:C]ri^j5je^':'aa^ events. 



v S^i/i" Each ot^'rf^v^ijh Qur college has a respons.ibTHi 
'relations'^and recruitment'. 
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Please add apy specitic comments ybu may ha'v^/^boub GEU or?, yoi^r rela.tionship 
to CEU*which are not cove'reci abo^e Please return this-^complete^ , f^orm/yrto the' 
Office of Ins titutiooal Research, * ' • ' 
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